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Abstract
Working parents engage in multiple roles. Often, the responsibilities of one role conflicts with
the expectations of another role, creating a sense of imbalance. Because of this, working parents
often find value in achieving a degree of work-life balance that aligns with their needs and
values. Parents employed as teachers may face unique challenges around balancing work and
family roles, due to the nature of their jobs. This challenge was heightened by the worldwide
change in education during the COVID-19 pandemic. The purpose of this study is to examine
the work-life balance of parent teachers during COVID-19. The present study is observational in
nature, using a descriptive survey methodology design that includes the Work-Family Conflict
Scale and Family-Work Conflict Scale (Netemeyer et al., 1996) followed by four open-ended
questions to examine the impact COVID-19 had on the work-life balance of parent teachers.
Participants for this study are drawn from a convenience sample of public-school educators of
grades kindergarten-12 with one or more dependents in grades kindergarten-12 residing in their
home during the 2020-2021 school year.
Keywords: Work-life balance, Teachers, Parents, COVID-19
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CHAPTER ONE: INTRODUCTION
Overview
The COVID-19 pandemic has impacted many people in multiple ways, including the
day-to-day life of employees and their families around the world. Families everywhere are
currently experiencing the impact of the ‘new normal’ in nearly all aspects of their lives. Many
working parents have trouble juggling multiple roles and express their desire for better work-life
balance. This study examines the impact COVID-19 has had on the work-life balance of parent
teachers defined here as kindergarten-12th-grade educators who have one or more dependents
enrolled in grades K-12. Chapter One will provide a brief background on the research on worklife balance, followed by an explanation of the importance of work-life balance during COVID19 for parent teachers and then segue into the purpose of the current study. Next, the chapter will
provide the significance of the current study within social science literature and the guiding
research questions and will conclude with a list of definitions relevant to this study and a
summary of the chapter.
Background
According to Skinner and Pocock (2008) and Sturges (2012) employees seek a
satisfactory balance between employment and the other aspects of their lives. Furthermore,
achieving a balance between work and family is important to quality of life for both individuals
and their family (Godin, 2011). Poor work-life balance is associated with increased probability
of negative health outcomes (Choi & Kim, 2017; Vives et al., 2018). Several studies have
examined work-life balance with regard to many caregiving professions (Evans et al., 2016;
Martin et al., 2012; Owens, 2015). More research is needed to better understand work-life
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balance in teachers. For the purposes of this study, “parent teachers” are defined as kindergarten12th-grade educators who have one or more dependents enrolled in grades K-12.
Work-family conflict occurs when the general demands, time, and strain created by the
work interfere with family-related responsibilities; likewise, family-work conflict occurs when
the general demands, time, and strain created by the family interfere with work-related
responsibilities (Netemeyer et al., 1996). Research indicates the modernization of work and nonwork lives has made it difficult for women to combine a career in education with primary family
care responsibilities (Conley & Jenkins, 2011). The impact COVID-19 has had on work-life
balance remains to be quantified. A lack of research presents a gap in the literature on work-life
balance in parent teachers during COVID-19. This study will examine the struggles teachers
often face in balancing work and family responsibilities that have been exacerbated by the
COVID-19 pandemic by examining the constructs of work-family conflict and family-work
conflict separately.
A good work-life balance is linked to positive health related outcomes. Nilsson et al.
(2017) suggest promoting the health of educators by addressing the resources teachers lack to
help improve their work-life balance. In turn, educator health promotion can create a better work
environment with strengthened resources. This improves teachers’ overall well-being (Howard &
Johnson, 2004) and helps prevent burnout (Nilsson et al., 2017). Work-life balance is seldom
discussed in academic workplaces. Toffoletti and Starr (2016) identified four ways female
Australian scholars construct their work-life balance. Participant interviews revealed work-life
balance is seen as a personal management task, an impossible ideal, detrimental to their careers,
and unmentionable at work suggesting open dialogue about work-life balance in the workplace
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can help individuals achieve a better balance between their professional and personal lives
(Doherty & Manfredi, 2006; Toffoletti & Starr, 2016).
There may be positive effects in both work and family domains when one feels in
balance. Moreover, teachers’ ability to juggle their work and life domains creates positive
psychological well-being, which enhances both their personal and professional lives (Johari et
al., 2018). In this way, the significant relationship between work-life balance and job
performance enhances teachers’ ability to control and manage problems independently. The
focus of work-life balance in teachers is broad and illuminates the desire so many people must
feel they successfully balance their work and family domains. The current research on work-life
balance in teachers include the struggle to maintain work-life balance, the positive health and
psychological outcomes of work-life balance, the importance of discussing work-life balance
openly, and the need for resources in the workplace (Johari et al., 2018).
Although this is not a particularly new phenomenon, the topic of work-life balance has
become a greater focus of researchers in the past few decades (Christiansen & Matuska, 2006).
The concept of life balance goes as far back as Aristotle, who described flourishing as life
activities that held virtue and balance of the individual's interests, goals, and capabilities
(Christiansen & Matuska, 2006). In the 1960s connection between overwork and increased heart
disease was observed (Quick et al., 2004). Subsequently, researchers continue to find
connections between working long hours and unhealthy physical symptoms (Godin, 2011;
Kagamimori et al., 1999). Now, evolving changes in the work force and societal norms may have
enhanced our lives in many ways but parents still find work-life balance to be a source of stress.
An experience is perceived as stressful when the demands of the environment exceed their
resources (Cohen, 2016; Lazarus, 1966; Folkman & Lazarus, 1986). By examining specific
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factors that contribute to over-involvement in work, the current study seeks to support parent
teachers in their ability to balance work and family domains. This study, in turn, aims to support
the mental and physical health of parent teachers.
Many studies have cited the negative physical side-effects of over-work and stress
(Aaronson et al., 2003; Quick et al., 2004; Godin, 2011; Kagamimori et al., 1999; Schmitt et al.,
1980; Folsom et al., 1985). Aaronson et al. (2003) explain that work stress and overwork is
linked to fatigue. Furthermore, over-work involvement has been linked to heart disease (Quick et
al., 2004), heart attacks (Godin, 2011; Kagamimori et al., 1999), negative physical symptoms
(Schmitt et al., 1980), multiple stress symptoms (Folsom et al., 1985), and even depression
(Godin, 2011). To elaborate, Folkman & Lazarus (1986) uses cognitive appraisal to describe the
process of deciding if an experience is positive, stressful, or irrelevant regarding well-being. In
this manner, the perception (i.e., cognitive appraisal) of work-family conflict and its physical
side effects hinge on the extent to which demands interfere with performing work or family
roles.
Some work-life balance studies focus on the specific conflict between work and family
(Greenhaus & Beutell, 1985; Rotondo et al., 2003). Greenhaus and Beutell (1985) suggest workfamily conflict occurs when time, strain, or specific behaviors required by one role interfere with
participation in the other role. Contributors to the research of work-life balance have focused on
various aspects. For example, Greenhaus et al. (2003) found that individuals who devote more
time to family than work generally experience greater quality of life than individuals who evenly
balance time between work and family domains and added that the balanced individuals report
higher quality of life than individuals who spend more time on work. These findings suggest
more time spent with family generally results in a greater quality of life. Similarly, Voydanoff
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(2005b) used work-family border theory to examine the relationship between boundary-spanning
demands, resources, work-family conflict, and perceived stress. Findings indicate work-family
multitasking, such as bringing work home, increases conflict and stress. In another study,
Voydanoff (2005a) used the demands-and-resources lens to examine three distinct types of
demands: time-based, strain-based, and boundary-spanning. Results indicate a positive
relationship between all three types of demands, work-family conflict, and family-work conflict.
It can be argued that as the nature of the workforce and society evolve, the literature on work-life
balance will continue to grow and evolve. As the world responded to the COVID-19 pandemic,
many fields were forced to reimagine the workplace, which created new and unique demands on
workers. With these changes in the forefront, this study will examine the impact COVID-19 has
had on work-life balance for teachers.
Work-life balance may be important regardless of one’s background. In fact, 70% of
individuals report a less than healthy balance of personal and professional lives (King et al.,
2012; Martin et al., 2012). Traditionally, work-life balance has been defined as an inter-role
conflict where the pressures and demands resulting from one life role make full participation in
another role difficult (Greenhaus & Beutell, 1985) causing a sense of imbalance (Godin, 2011).
As explained by Taşdelen-Karçkay and Bakalım (2017), work–life balance mediates the
relationship between work-family conflict (WFC), family-work conflict (FWC), and life
satisfaction. Therefore, the conceptual approach taken in the present study is founded on the
understanding that WFC and FWC are distinct but related forms of inter-role conflict (Greenhaus
& Beutell, 1985; Kahn, 1981; Kahn, et al., 1964; Pleck et al., 1980). These concepts reflect the
degree to which role responsibilities from the domains are incompatible (Netemeyer et al., 1996)
and the extent demands in one domain limit participation in the other (Voydanoff, 2005a). From
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this perspective, the demands of a role refer to the responsibilities, requirements, expectations,
duties, and commitments related to the given role (Netemeyer et al., 1996). This is significant
because WFC and FWC show similar relationships with poor role performance, absenteeism, and
dissatisfaction and distress (Frone et al., 1992; Voydanoff, 2005a).
The perception of life as uncontrollable and overloaded is caused by daily hassles, major
events, and changes in coping resources (Kim, 2016) which was experienced during COVID-19
(Centers for Disease Control [CDC], 2020). Voydanoff (2005a) found that as work demands
increase, individuals feel they have less balance between their work and home life. While
demands and resources are identified as structural and psychological, work-family demands have
both a direct and indirect influence on perceived stress. To date, there is no research examining
work-life balance specific to teachers and how this also may be impacted by COVID-19. The
present study aims to contribute to the literature of work-life balance and expose some of the
ways COVID-19 is impacting educators’ ability to maintain work-life balance.
Problem Statement
Few studies focus on the work-life balance of parents who are in the field of education, or
specifically for this study, parents who are teachers. Studies also do not currently focus on parent
teachers’ specific experience in working with children professionally while caring for their own
children. Furthermore, no researchers have explored parent teacher work-life balance during the
COVID-19 pandemic. This is important because some of the changes made to the structure of
education during the pandemic may last for years, if not permanently. Possible stressors for
parent teachers induced by COVID-19 may include the challenges of online teaching, working
from home, and managing their own children’s education. Teachers experience emotional
exhaustion and stress related to change (Collie, 2021), and report feeling fearful and anxious
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(TFA, 2020). Due to COVID-19, many teachers report increased work hours as they navigate an
unfamiliar remote environment with frequent technical issues (Diliberti et al., 2021), including
the use of online software to facilitate learning for diverse student needs (Collie, 2021). In
addition, many teachers are concerned because they are working in potentially unsafe conditions
(TFA, 2020). Therefore, by studying work-life balance, the current study aims to prepare parent
teachers for future potential work-life balance challenges. Recently, research has focused on the
impact work-life balance has had on job performance of teachers (Johari et al., 2018) and
provides suggestions for policy change in academic settings (Day & Gu, 2010). The present
study also aims to supply information that may provide guidance for future academic policy
change as well.
Because the way individuals manage their stress impacts their health, it is crucial to
understand stress and coping strategies for health education, promotion, and disease prevention
(Glanz et al., 2008; Moynihan, 2003). According to the World Health Organization (WHO,
2020), work-related stress is identified as the response individuals have when presented with
work demands and pressures that do not match their knowledge and abilities, challenging their
ability to cope. This occurs in a variety of circumstances. Work-related stress can occur when
employees feel a lack of support from their employer and little control over work processes
(WHO, 2020). In reference to teacher stress, Mérida-López and Extremera (2017) demonstrated
role-ambiguity and role-conflict had a negative correlation with teacher vigor and dedication.
Perhaps teachers experienced role-ambiguity teaching virtually, in-person, or blended instruction
during COVID-19. To ease teacher stress, districts might benefit from providing teachers more
control over work processes to reduce role-ambiguity and role conflict.
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It appears the demands of an evolving contemporary work environment with unavoidable
workplace pressure is perceived as acceptable. In fact, some pressure may even keep workers
alert and motivated, dependent on the available resources and individual characteristics.
However, when work pressure becomes excessive, it can lead to stress that potentially damages
employee health and work performance (WHO, 2020). This has been expressed by employees of
many industries during the COVID-19 pandemic. The WHO (2020) goes on to explain how
individuals are less likely to experience work-related stress when the pressure of work is
matched to the knowledge and abilities of employees. Because of the sudden nature of the
pandemic, this has not been the case for schools across the nation. School districts were forced to
make abrupt decisions based on unprecedented events. With that, teachers and administrators
were not adequately prepared to make such changes with a significant reliance on technology.
There was no guidebook on how to move forward. Consequently, knowledge and abilities were
challenged in schools at all levels.
The National Institute of Occupational Safety and Health (NIOSH, 2018), a department
of the CDC, cites mental health as a crucial component of worker well-being. They identify
psychosocial risks of employment including heavy workloads, unclear or conflicting demands,
lack of input into how the work is done, poor communication, and other factors (NIOSH, 2018).
In addition, psychological condition has been a primary focus during the COVID-19 pandemic as
it has had a significant impact on public mental health (Javed et al., 2020; Salari et al.,2020).
Therefore, to support the well-being of employees of all fields, it is critical to protect workers'
physical and psychological health. By examining the work-life balance of parent teachers during
COVID-19, this study aims to support the well-being of employees across many fields.
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While parent teachers report difficulty balancing work and family domains prior to
COVID-19 (Day & Gu, 2010; Johari et al., 2018), the impact COVID-19 has had on work-life
balance in parent teachers has not been examined. Because few studies have examined general
work-life balance in teachers, a gap exists in work-life balance research in teachers during
COVID-19. In addition, teachers report high levels of stress related to role conflict in the field of
education (Mérida-López & Extremera, 2017). As that pressure becomes excessive, it leads to
stress that can damage an employee's health and work performance (WHO, 2020). Moreover,
COVID-19 has had a significant impact on public mental health (Javed et al., 2020; Salari et
al.,2020). For those reasons, examining the impact COVID-19 has had on teacher parents’ ability
to maintain work-life balance will also support their mental health.
Purpose Statement
The present study seeks to examine parent teachers work-life balance during COVID-19.
In this study, balance was defined as a lack of conflict or interference between the family and
work roles (Frone et al., 1992; Martin et al., 2012). Work-family conflict (WFC) refers to the
manner which work demands interfere with family demands. On the other hand, family-work
conflict (FWC) is the manner which family demands interfere with work demands (Netemeyer et
al., 1996). The instrument used in the current study recognizes the distinction between WFC and
FWC to examine the interplay between these two constructs and their antecedents and outcomes
(Netemeyer et al., 1996). Following administration of this instrument, open-ended questions
were posed that aimed to capture aspects of parent teachers' lives.
Significance of the Study
This study presents the experience of parents who balance the responsibilities of home
and teaching given the role conflicts exacerbated by employment and family stressors imposed
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by the COVID-19 pandemic. The use of a descriptive survey provides data illuminating
differences in work-life balance pre and post COVID-19. This study contributes to the growing
body of literature on the demands and expectations of twenty-first century teachers (Johari et al.,
2018).
Affecting nearly 1.6 billion learners in more than 190 countries, the COVID-19 pandemic
has resulted in one of the largest disruptions of education systems in history (Doorly, 2020). By
examining work-life balance in parent teachers, the present study will provide insight for school
policy makers (Day & Gu, 2010). This is particularly significant as policies and procedures in
schools are changing due to the COVID-19 pandemic (Center for Reinventing Public Education
[CRPE], 2018; National Conference of State Legislatures [NSCL], 2020). In the COVID-19 and
Education brief August of 2020, the United Nations acknowledged the roles parents, caretakers,
and teachers have played amid the onset of COVID-19. These stakeholders have an essential role
in decision-making processes. The UN recognizes a lack of clearly communicated and
predictable planning has the potential result of a loss of teachers to other forms of employment
(Doorly, 2020). This study aims to shed light on ways to reduce teacher burnout and support
teacher retention.
This study could assist in providing information useful in creating interventions to
support parent teachers’ emotional well-being (Mérida-López et al., 2017). Additionally, it is
hoped to expand mental health professionals’ knowledge and understanding of parent teachers.
With an increased understanding of how parents adapt to and create strategies to balance the
demands of teaching and home life concurrently, mental health professionals may be able to
increase protective factors for improving the mental and physical health of parent teachers and
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working parents in other fields. While results of this study are specific to parent teachers, some
of the information provided may translate to other career fields.
Finally, this study contributes to the fast-growing research on the multidimensional
impact COVID-19 has had globally. Current research on the pandemic is emerging from
numerous academic disciplines. As more research on COVID-19 is conducted, a richer
understanding of the impact the pandemic has had on individuals, communities, and globally will
occur. This study will be guided by the following research questions:
Research Questions
RQ1: Do parent teachers struggle with work-life balance during COVID-19?
H01: There will be a low score on the Work-Family Conflict scale.
Ha1: There will be a high score on the Work-Family Conflict scale.
H02: There will be a low score on the Family-Work Conflict scale.
Ha2: There will be a high score on the Family-Work Conflict scale.
RQ2: What do parent teachers describe as their work-life balance during COVID-19?
H01: Parent teachers will identify no unique stressors in work-life balance before and
during COVID-19.
Ha1: Parent teachers will identify one or more unique stressors in work-life balance
before and during COVID-19.
Definitions
1. Burnout: Burnout is a syndrome of emotional exhaustion, depersonalization, and reduced
personal accomplishment (Pishghadam & Sahebjam, 2012) that can lead to a state of
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physical, mental, and emotional exhaustion among individuals who are involved with
emotionally demanding situations in the long term (Pines & Aronson, 1988). It is often
connected with one’s work environment, context, or career choice (American Counseling
Association [ACA], 2020). Burnout is a negative effect of caring, and an element of
compassion fatigue (Martin et al., 2012).
2. Coping: Coping is the effort or strategies utilized in the presence of stressors (Glanz et
al., 2008).
3. Demands: Demands are the responsibilities, requirements, expectations, duties, and
commitments inherent to a given role (Netemeyer et al., 1996).
4. Family-Work Conflict: FWC occurs when the general demands, time, and strain created
by the family interfere with work-related responsibilities (Netemeyer et al., 1996)
5. Inter-role Conflict: Inter-role conflict is a form of conflict where role pressures associated
with membership in one organization conflict with pressures from participation in other
groups (Kahn et al., 1964). With the perspective of work-family and family-work, this
type of conflict describes the extent role responsibilities from the work and family
domains are incompatible. Participation in one role is made more difficult by the nature
of participation in the other (Greenhaus & Beutell, 1985; Netemeyer et al., 1996)
6. Job Role Ambiguity: Role ambiguity is described as inadequacy of clear information and
communication that is lacking (Mérida-López et al., 2017).
7. Job Role Conflict: Role conflict is the simultaneous occurrence of two or more role
pressures where compliance with one role makes it more difficult to comply with the
other (Mérida-López et al., 2017)
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8. Life Satisfaction: Life satisfaction is the subjective appraisal of personal gratification of
an individual’s existence (Diener et al., 1985). Life satisfaction is positively correlated
with happiness with one’s career (Winburn et al., 2017).
9. Role Strain: Role strain results from competing or excessive demands from life demands
(Kiecolt, 1994) where stress from one role spills into other aspects of one’s life (Erel &
Burman, 1995), resulting in psychological distress (Martin et al., 2012; Matthews et al.,
1996).
10. Role Overload: Role overload can occur when complex and competing demands lead to
excessive responsibility resulting from the combination of the many roles taken on in
work and family domains (Martin et al., 2012).
11. Stress: Stress happens in an individual’s environment when it is overwhelming and
stretches their ability to cope in a healthy way (Dulmus & Hilarski, 2003).
12. Work-Family Conflict (WFC): WFC occurs when the general demands, time, and strain
created by the work interfere with family responsibilities (Netemeyer et al., 1996).
13. Work-Life Balance (WLB): Work-life balance is a lack of conflict or interference
between the family and work roles (Frone et al., 1992; Martin et al., 2012).
Summary
As discussed throughout this chapter, work-life balance plays a significant role in the
lives of parent teachers. COVID-19 has altered the structure of many work and school
environments, putting additional strain on teachers and students. Some of these changes may be
permanent. To provide support, it is important to examine the impact of COVID-19 on work-life
balance. Thus far, I have presented a conceptual background of work-life balance. Additionally, I
have explained the importance of and purpose for the study. To elaborate, the significance of this
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study and guiding research questions have been provided. Finally, I have provided a list of terms
relevant to this study and their definitions. The following chapter will provide a review of the
literature on work-life balance in parent teachers during COVID-19 and identify gaps in the
research literature.
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CHAPTER TWO: LITERATURE REVIEW
Parent Teacher Work-life balance During COVID-19
Overview
The purpose of this study is to examine the work-life balance of parent teachers during
COVID-19. Many parents are attracted to the field of education because they expect to be able to
maintain work-life balance with the family-friendly schedule but are often surprised by their
struggle to balance both work and life (Conley & Jenkins, 2011; Smithers & Robinson, 2003).
Like many careers in social service, teaching can be emotionally exhausting, leaving educators
feeling emotionally and physically drained when it is time to attend to family responsibilities
(Conley & Jenkins, 2011). The COVID-19 pandemic may have intensified these challenges to
balancing work and family activities. Therefore, the aim of this study is to give voice to the
parent teachers’ experiences of balancing work-life expectations during the COVID-19
pandemic.
In March of 2020, a teacher’s struggle was magnified by the COVID-19 pandemic. As
school buildings closed nationwide and transitioned to remote learning, many parents were
obligated to work from home and assist in their own children’s virtual learning. This blurred the
lines of work-life balance and created stressors few could have anticipated. The 2020-2021
academic year brought about a reimagined educational experience with a unique onset of
stressors. Moreover, the construct of work-life balance in the field of education is significant
because it is associated with greater quality of life (Clark, 2000; Greenhaus et al., 2003;
Kirchmeyer, 2000). Frone et al. (1992) furthered the notion of work-life balance as essential to
quality of life by arguing that the realms of work and family are central to adult life and
emphasized the need to integrate research on work and family stress (Frone et al., 1992). While
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navigating this unprecedented event in history, the present study aims to examine the unique
effect COVID-19 has had on work-life balance of parent teachers returning to work.
When individuals feel balanced between work and life responsibilities, they are more
effective in both domains. Rahman (2020) observed employees in certain organizations found
greater satisfaction in their job and contributed to the success of their organization, as opposed to
employees who failed to perform due to lack of job satisfaction. Additionally, Johari et al.,
(2018) found workload has no substantial bearing on job performance among schoolteachers.
Instead, autonomy and work-life balance have been found to significantly impact job
performance in teachers (Johari et al., 2018). As schools adapt to the new demands of education
during COVID-19, many teachers are experiencing the impact of new work demands. Because
COVID-19 is recent, research does not fully capture the new work demands of teachers.
Therefore, the present study aims to fill the gap in the literature by identifying those new
demands.
Work-life balance is a complex topic due to the bidirectional nature of work and family
conflict, compounded by the additional roles in which individuals engage which may create
additional conflict. While multiple role engagement can improve confidence and self-esteem, it
also leads to increased demands on mental and physical health (Martin et al., 2012). Many
aspects of this conflict will be intertwined throughout this research. To elaborate, this review will
explore the dynamic construct of work-life balance as it relates to WFC and FWC. In addition,
this review of the literature will explore the nature of the teaching profession and the complex
responsibilities of working parents. With regard to COVID-19, this review of the literature will
examine the numerous changes of day-to-day life experienced by families and individuals. To
elaborate, this review will consider the effects of stress on mental and physical health to seek a
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better understanding of parent teachers’ experience balancing demands in multiple roles. To
summarize, this study will explore how COVID-19 impacts the work-life balance of parent
teachers by comparing their work-life balance before and after COVID-19.
Conceptual Framework
Interpretivism
The current study utilizes the framework of interpretivism by employing multiple
methods to focus on meaning that reflects different aspects of work-life balance (Ryan, 2018). In
the study of social sciences, interpretive research is based on the critique of positivism.
Positivism operates under the assumption that access to reality is only available through social
constructions of language, consciousness, shared meanings, and instruments (Goldkuhl, 2012).
Specifically, interpretivism will be applied to the concept of balance as a social perspective that
is recognized culturally as a characteristic of a good life (Owens, 2015). This descriptive survey
study will use both a naturalistic approach of data collection via open-ended questions combined
with administration of an instrument. This study aims to gain a deeper understanding of worklife balance in parent teachers during COVID-19 by reflecting on multiple aspects of the issue.
Work-Life Balance
Life balance as a concept dates back to Aristotle’s description of human flourishing
(Christiansen & Matuska, 2006). Life balance is characterized as life activities that hold virtue
and balance of the individual's interests, goals, and capabilities (Christiansen & Matuska, 2006).
Gunawardena et al. (2020) suggests the preconditions to flourishing must be met before life
balance can be supported in the educational realm of teaching and learning. Similarly, work-life
balance manages external pressure from the work environment with leisure and/or family as well
as internal pressure from an individual’s expectations and goals, which do not inflict on personal
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responsibilities. Work-life balance can be further expanded to include other preferences
individuals have regarding the amount of time they wish to devote to their work and how they
want to balance their responsibilities (Kalliath, 2008). Because the construct of work-life balance
is so broad, Kalliath (2008) seeks to define work-life balance more concisely. The author
described work-life balance as an individual’s perception of how their work and non-work
activities are compatible and promote growth in line with one’s current life priorities. Work-life
balance is not only defined by the external pressure put on the individual from employers, but
also internal pressure resulting from the individual’s own level of motivation (Kalliath, 2008). In
essence, work-life balance is an individual’s personal satisfaction with their ability to manage
multiple responsibilities as those they align with their personal priorities.
Similarly, employee balance has been described as decreased stress from work-life
conflicts (Eriksson et al., 2017). Another important component of work-life balance is preference
of current role salience. The individual preference of time spent in work and non-work activities
is a consideration when measuring work-life balance (Kalliath, 2008) as it also affects energy
level. It is evident that exhaustion is likely when an individual participates in a role in which
salience is low. In turn, engagement is more likely when an individual participates in a role
which salience is high (Brummelhuis & Lautsch, 2016). Perhaps parent teachers who place high
salience in both roles experienced difficulty due to the constraints of COVID-19, leaving them
unable to achieve their personal expectations for that role. Effectively, work-life balance leads to
growth and development within the work and/or non-work domains.
Kalliath (2008) identifies six domains of work-life balance: multiple roles; equity across
multiple roles; satisfaction between multiple roles; fulfilment of role salience between multiple
roles; the relationship between conflict and facilitation; and perceived control between multiple
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roles. Most research on multiple roles focuses on the challenge of domains affecting one another
(Martin et al., 2012). Marks and MacDermid (1996) define life balance as role balance. Other
studies examine the construction of work-life balance. For example, using data collected from 31
female scholars at an Australian university, Toffoletti and Starr (2016) suggest women construct
work-life balance as: (1) a personal management task; (2) an impossible ideal; (3) detrimental to
their careers; and (4) unmentionable at work. Taşdelen-Karçkay and Bakalım (2017) focus on
how family-work conflict interferes with work-life through multiple pressures not limited to the
presence of young children. According to Taşdelen-Karçkay and Bakalım (2017) elder care
responsibilities, interpersonal conflicts within the family, and the presence of unsupportive
family members also have a significant impact on family-work conflict. While self-efficacy has
been directly correlated with perceived social support, it does not directly influence burnout
(Deutsch & House, 1983). As individuals and families have a unique set of demands and
responsibilities, researchers have various angles used to examine the construct of work-life
balance. Taşdelen-Karçkay & Bakalım (2017) explored the various ways WFC interferes with
family life such as job stress, career transitions, difficult working hours, interpersonal conflict,
role overload, coworker support, and unsupportive organizations. Toffoletti and Starr (2016) take
a gender studies perspective to refer to women’s balance of work responsibilities and family
responsibilities as a ‘double shift,’ by examining the perception of women’s ability to achieve
work-life balance as equal distribution of resources, a state of stability, and essentially an
impossible task. Both studies focus on women’s ability to balance work and home
responsibilities. Reportedly, half of all working parents admit to experiencing difficulty
balancing work and family responsibilities (Wang et al., 2013). With this in mind, the present
study will add to the broadening study of work-life balance to parents without gender exclusion.
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Equally important to the study of one’s perception of work-life balance is the exploration
of how most individuals engage in many roles throughout their lifetime. Martin (2012) focused
on multiple role balance in female professional counselors. The author found that while
individuals may not engage all roles simultaneously, most are participating in three or more roles
at a time such as worker, parent, spouse, child, citizen, homemaker, caretaker, pensioner, and
leisurite as also described in Super’s career theory (Super, 1980). With this perspective, role
quality variables may be a stronger predictor of stress than role occupancy. While considering
the strain that engagement in multiple roles can cause, Martin suggests involvement in multiple
roles may be a prerequisite for overall well-being (Martin, 2012; Baruch & Barnett, 1986).
Hence, multiple role balance may be inevitable for almost all people. Therefore, the ability of an
individual to balance multiple roles is not only vital personally, but also for others who depend
on them to fulfill their role responsibilities.
To evaluate work-life balance, the current study uses the conceptual approach described
in the Work-Family Conflict and Family-Work Conflict Scales, which frames WFC and FWC as
distinct but related forms of inter-role conflict (Netemeyer et al., 1996). Inter-role conflict occurs
when role pressures from membership in one organization conflict with pressures from
membership in other organizations (Netemeyer et al., 1996). One study suggests between-role
strategies to minimize role conflict and maximize role enhancement (Evans et al., 2016).
Netemeyer et al. (1996) explains the degree to which work and family domains are incompatible
make performance in the roles more difficult and identify the general demands of a role, time
devoted to the role, and strain produced by a role to be domain elements of the conflict. While
WFC and FWC are significantly related and both impact turnover intentions, they are distinct
constructs (Boyar, 2003). WFC occurs when work responsibilities interfere with the performance
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of family responsibilities. Conversely, FWC occurs when family responsibilities interfere with
the performance of work responsibilities. Perhaps this is because the degree to which work and
family domains are incompatible make performance in all roles more difficult. Typically, general
demands are used interchangeably throughout the literature and include responsibilities,
requirements, expectations, duties, and commitments of a role. Fewer studies delineate strainbased demands created by one role interfering with performance of another. This is significant
because the changes in the labor force may have drastically altered the relationship between
WFC and FWC (Boyar, 2006). An example of the impact one role has on the other is irritability
created by work interfering with family duties. Similarly, time-based conflict detracts from
another role's time-based demands (Netemeyer et al., 1996). While studies have been designed to
measure work-life balance (Boyar, 2006), by creating a scale separating WFC and FWC,
Netemeyer et al. (1996) provide an instrument that examines the constructs separately and the
interplay between roles which will be utilized in this study.
Imbalance
Studies examine the impact an individual’s ability to balance the responsibility of
multiple roles has on quality of life (Greenhaus et al., 2003; Martin et al., 2012). Workers must
manage their conflicting priorities of work and family. Work-life imbalance can lead to increased
mental stress and reduced work efficiency. Thus, knowledge and understanding of work-life
balance is important (Clarke, 2002). Role conflict and role ambiguity, which contribute to worklife imbalance, have been a relevant focus of research in educational settings (Mérida-López et
al., 2017; Mérida-López & Extremera, 2017; Montgomery & Rupp, 2005; Vandenberghe et al.,
2011). Studies find that the consequences of work-life imbalance include decreased job
satisfaction and parental role quality (Hill et al., 2001; Taşdelen-Karçkay & Bakalım, 2017).
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Research supports the roles of job satisfaction and worker happiness as a catalyst for work-life
balance (Verma et al., 2020). Therefore, to increase employee organizational citizenship, proper
work-life policies should be adapted.
Furthermore, quality of life is found to be lower for those who have greater engagement
or satisfaction with work over family. To illustrate, Greenhaus et al. (2003) examine work-life
balance and quality of life in accountants. Findings suggest individuals who invest more time
and involvement in family over work experience the lowest amount of work-to-family conflict.
One possible cause is limited engagement in work compared to family might produce limited
work expectations and pressures. Likewise, imbalanced satisfaction favoring the family was
associated with a higher quality of life for individuals who reported significant satisfaction from
their combined roles (Kofodimos,1993). Martin et al. (2012) goes on to explain the ability to
balance multiple roles contributes to higher quality of life and overall wellness. In brief, there is
an inherent link to an individual’s ability (or lack thereof) to balance work and family
responsibilities and their reported quality of life. This is an underlying theme in much of the
research on work-life balance and this study.
Throughout the literature, we find many significant terms related to the construct of
work-life balance. Commonly, role overload refers to the amount of time, a finite resource, or
one role detracting from another (Demers, 2015; Sieber, 1974). Role ambiguity, however, can be
described as an inadequacy where communication is lacking and clear information is not
available (Mérida-López et al., 2017). In a similar way, role conflict refers to contradicting or
conflicting expectations of roles, for instance, individuals who are forced to choose between
certain roles (i.e. work or family) or expectations (the time required to perform a role), because
they will violate one another at some point (Demers, 2015). Complementary to this, role conflict
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can also be described as two or more role pressures occurring simultaneously, resulting in
compliance with one making it more difficult to comply with the other (Mérida-López et al.,
2017; Rizzo et al., 1970). Similarly, spillover occurs when individuals become absorbed by one
role to a degree that there is a negative impact on other roles (Godin, 2011). Notably, Wallace
(1999) suggests the subjective perception of feeling overworked may be a stronger and more
consistent predictor of time-based work-life conflict than the objective measure of actual hours
worked. Consequently, evidence suggests that while role strain is normal (Goode, 1960), parents
who experience overload and stress from work tend to transfer and project this stress to their
children (Golden & Wiens-Tuers, 2008). Individuals are likely to experience wide, distracting,
and even conflicting role obligations. Considering how attending to one role detracts from
another role (Demers, 2015), it is evident multiple facets of role balance impact an individual’s
ability to balance work and family responsibilities.
In the present study and throughout the related literature, researchers typically identify
which role is interfering with another (Godin, 2011). For example, when work interferes with
family obligations, this is referred to as work-family conflict. Likewise, family-work conflict
occurs when family responsibilities interfere with work. By doing this, researchers have
identified specific roles which contribute to more imbalance compared to other roles (Godin,
2011). As a result, work may interfere with family roles more than family interferes with work
roles (Higgins et al., 1992; Kinnunen et al., 2003; Leiter & Durup, 1996). As explained by Godin
(2011), it may be important to examine the original source (work or family) to gain a deeper
understanding of role conflict. By doing this, researchers seek specific sources of difficulty
within work-life balance and seek to find solutions more specific to the heart of the issue.
Role Balance
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To achieve a satisfactory balance, Van der Klis and Karsten (2009) consider the
importance of both individual and family needs to be met. Balancing roles is influenced by many
factors, including individual choice; roles within the family and community; the meaning and
purpose individuals find in their work; organizational culture; and work-life initiatives (Munn,
2013.; Taşdelen-Karçkay & Bakalım, 2017). Demers (2015) suggests stress can be mitigated by
an individual’s satisfaction with the emotional and instrumental support to improve
psychological function. The outcome serves as a protective factor that helps to mitigate the
negative health-related consequences of stress and may be a critical component for women
balancing multiple roles. The evidence identifies four types of support: emotional, instrumental,
informational, and appraisal support (Deutsch & House, 1983). One might question if a specific
domain tends to cause more strain than another. Losoncz and Bortolotto (2009) suggest
decreased work stress is a precursor for balance to occur. With use of open-ended questions, this
study aims to find work-life balance support opportunities for employees to consider in the field
of education.
To summarize, this study aims to gain a deeper understanding of the experience of parent
teachers balancing work and family during COVID-19 through descriptive survey methodology.
Perhaps some form of multiple role balance is inevitable for all individuals. However, this study
will focus on the experience of parent teachers. By separating work-family conflict and familywork conflict, the study examines multiple facets within the concept of work-life balance and the
interplay between roles. With the understanding of the impact work-life balance has on quality of
life, this study closely examines multiple facets contributing to role imbalance to suggest
solutions specific to the heart of the problem.
Related Literature
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Teaching Profession
To meet the demands of the educational system, recruitment and retainment of competent
teachers is a common concern in research and policy design. Muthu Kumarasamy et al. (2015)
found a positive impact from the incorporation of work-life balance tools, techniques, and
strategies into planning for the educational sector and on employee happiness. Indeed, career
choice is a decision individuals make based on multiple factors. To explore this further, Müller et
al. (2009) examined the motivation that prompts individuals to enter the field of education in
Geneva. Educators typically enter the field for reasons falling into three categories: (1) intrinsic
reasons related to the practice of teaching itself, such as the transference of subject knowledge;
(2) extrinsic reasons related to working conditions, autonomy, and job security; and (3) altruistic
reasons related to helping children succeed and the social value of teaching as a profession
(Müller et al., 2009). In order to recruit new teachers into the field of education, some states offer
incentives, such as loan forgiveness and a bonus program, for high-need areas. This has proven
to be successful for recruitment and retainment (Feng & Sass, 2018). In addition to gaining job
satisfaction, balance between work-life and family-life can improve performance at work
because the contentment has been shown to motivate individuals to manage responsibilities with
greater accountability (Muthu Kumarasamy et al., 2015). By evaluating the motivations for
which individuals enter the field of education, research can discover values that can be supported
to avoid teacher burnout. Focus on work-life balance in teachers during COVID-19 may assist in
teacher recruitment and retention and fill the literature gap on the topic of work-life balance in
parent teachers during COVID-19.
Based on the findings of Johari et al. (2018), workload has been found to have no
substantial bearing on job performance among schoolteachers. Instead, autonomy and work-life
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balance significantly impact teachers’ job performance. The authors surveyed 302 public school
teachers in the northern region of peninsular Malaysia. Their findings suggest school
organizations need to focus on the enhancement of autonomy and work-life balance to improve
job performance among teachers. It was also suggested more research work and data analysis
should be conducted for work-life balance in academic fields (Bell et al., 2012).
Work-life balance serves an important benchmark on all levels in organizations
worldwide. Susi and Jawaharrani (2011) argue for the support of work-life balance to reduce
absenteeism, employee stress, and job satisfaction. To address the concerns of recruitment and
retainment of competent educators, further research focusing on the improvement of autonomy
and work-life of educators and motivation for entering the field of education is needed.
Likewise, further research on factors that cause educators to leave the career or deter
individuals from entering the field of education is needed to mitigate the teacher shortage. An
estimated shortage of 110,000 teachers was reported in the United States in the 2017-2018
school year for grades K-12 (Economic Policy Institute, 2019). From one perspective, a review
by Hall & Langton (2006) suggests the lack of social status associated with the career of teaching
deters individuals from entering the education field in New Zealand. Furthermore, teaching is
described as an emotional practice (Ruoslahti, 2020). It can be demanding physically,
emotionally, cognitively, and socially. The inherent challenges are often exacerbated by external
factors, such as politically driven structural changes and pressures (Lomas et al., 2017).
Undoubtedly, teachers in most countries experience high levels of stress, long hours, and
relatively low financial compensation. These factors often deter potential candidates from
pursuing a career in education (Müller et al., 2009). A greater understanding of factors that cause
teachers to leave the field of education and deter prospective teachers from entering the field will
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contribute to the literature of education. Exploring the impact COVID-19 has had on teachers’
thoughts about leaving the profession can contribute to the literature on teacher retention.
The field of teaching is widely regarded as particularly stressful. Hargreaves (2000)
interviewed 53 parent teachers in 15 schools and describes key differences in the emotional
experience of teaching elementary and secondary students. By studying the emotions of
educators, researchers have deepened our understanding of the nature, conditions, and
consequences of teaching, learning, and leading in schools today. Often, the emotional
dimension in education is neglected in an increasingly rationalized world of educational reform.
The author also suggests there is a greater emotional distance in secondary classrooms when
compared to elementary classrooms.
Most of the research on social-emotional education is directed toward educating students
(Gutman & Schoon, 2016; Williams, 2017). Students have experienced greater levels of stress,
anxiety, and depression as a result of the COVID-19 pandemic (Brooks et al, 2020). Araújo et
al., (2021) suggest programs to promote healthy physical and mental development following the
impact of the COVID-19 pandemic are crucial. Unfortunately, many teachers feel disempowered
and ill-equipped to respond adequately (Hadar et al, 2020). This study adds to the lack of
research in social-emotional topics in educators and aims to identify stressors in parent teachers.
Emotional intelligence may play a role in the work-life balance of parent teachers. While
emotional intelligence can be associated with career success indicators, Urquijo et al., (2019)
argue that simply embracing emotion can be considered indulgent and romanticized in a way that
might divert researchers from the critical role of rationalization. Essentially, the balance of
emotional and rational experiences is necessary when examining the complexities of teaching
(Hargreaves, 2000). Considering the influence emotional intelligence may have on the impact
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COVID-19 has had on parent teachers, this study may contribute to the literature on work-life
balance.
Flexibility and responsiveness are two highly valued qualities in the community of
education. Teacher evaluation in many states is based on the research of Charlotte Danielson
(2011). In domain 3, she describes the necessary components of an educator’s instructional
skills. Danielson emphasizes the importance of teachers’ work in the classroom to be fluid and
flexible, able to shift from one approach to another when situations demand it (Danielson, 2011,
2011). While this framework appears to be developed and applied to in-person instruction, these
qualities are essential for educators during COVID-19. There is a need for further research
examining the sudden change of educational structure during COVID-19. Because student
learning is impacted by the quality of instruction (Anthony, 2019), broadening the way in which
researchers view this construct will provide insight that benefits teachers and students. By
examining work-life balance of parent teachers during COVID-19, this study aims to provide
information on how flexibility and responsiveness outside of the classroom impacts their
teaching and work-life balance.
Certainly, teachers are navigating a challenging learning environment, having abruptly
gone from in-person instruction to remote learning, and now to a blended version of both. To
illustrate, Correia (2020) describes the digital divide in both educators and students that has been
exposed by COVID-19. This divide exists in accessibility and technological literacy, which may
have an even greater impact on students with disabilities and students in poverty (Hamburg &
Lütgen, 2019). Because of this, there is a pressing need for educators to monitor and adjust
instruction based on the needs of specific students while creating learning environments of care
and support and consider the struggles their students may be facing. COVID-19 has been a life-
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altering experience for almost everyone around the world, so it also provides an opportunity to
learn and adapt from the hardship (Correia, 2020). While this study examines the difficulties of
both teachers and students during COVID-19, current research neglects the challenge of parents
who are also teachers, juggling their own children’s struggles along with those of their students.
Burnout
A substantial body of research exists on the topic of teacher burnout. One connection the
current study aims to demonstrate is between work-life balance difficulty and educators’
increased stress levels, which has the potential to lead to teacher burnout. In a related study,
Jones et al. (2013) suggest social and emotional competencies influence teacher-student
relationships, classroom management, effective instruction, and teacher burnout, and emphasize
the necessity for educators to develop a greater understanding of the impact their emotions have
on the school environment, their colleagues, and students. Subsequently, American teachers and
principals report high levels of stress and dissatisfaction (Jones et al., 2013). Furthermore,
burnout may dramatically reduce teachers’ quality of life and lead to a decline in teaching
efficiency. Similarly, Carson et al. (2011) found individual attribution of affect and the
transactional factor of emotional labor adds to teacher burnout, aside from job features such as
work demands. Specifically, when adults are stressed and/or depressed, their interactions with
children are less warm, harsher, and more oppositional (Jones et al., 2013). Considering this,
however, there is little research examining how both roles as parent and teacher affect
performance of responsibilities in those roles.
The phenomenon of burnout is a not unique to the field of education. It is characterized
as a syndrome where an individual experiences physical and emotional exhaustion because of
negative self-concept, negative attitude towards work, and a loss of concern or feeling for clients
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(Martin et al., 2012). Martin et al. (2012) examined multiple role balance in female professional
counselors and specifically link burnout to symptoms developing gradually and worsening over
time such as emotional exhaustion, depersonalization, and decline in accomplishment.
Interesting to note, a great deal of research suggests women are more likely than men to
experience burnout, as they are more susceptible to emotional exhaustion (Brady et al., 1999;
Martin et al., 2012; Sprang et al., 2007; Van Hook & Rothenberg, 2009). This is due to the more
complex responsibilities, increased levels of fatigue, and emotional exhaustion which may be
common in women balancing multiple roles (Martin et al., 2012). Bowden et al. (2015) analyzed
work-related stress in the field of pediatric oncology and found work-related stress and reward
are not mutually exclusive. The authors found that situations and events in working with children
can be simultaneously stressful and rewarding. The study discusses workplace approaches to
staff well-being and stress reduction (Bowden et al., 2015). The present study seeks to contribute
to the body of research on burnout by examining factors within work-life balance which may
cause burnout in parent teachers.
To combat burnout, teachers’ individual coping styles may impact the psychological toll
of occupational stress (Zhang et al., 2019). Using the job demands-resource model with data
from questionnaires completed by 386 primary and secondary teachers in China, Zhang et al.
(2019) found job situation and individual resources are important predictors of work
engagement. Results indicate psychological capital (such as self-efficacy, optimism, hope, and
resilience) provides a protective role for occupational stress which may contribute to teacher
burnout. Furthermore, a significant mediator between psychological capital and teacher burnout
is a positive coping style (Ding et al., 2015). Conversely, negative emotional response and
burnout are direct results of teacher stress (Montgomery & Rupp, 2005). Therefore, by shedding
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light on the role coping styles plays on teacher burnout, Zhang et al. (2019) provide suggestions
on how administrators can reduce teacher burnout. While Zhang et al. (2019) provide important
data on the relationship between coping styles and teacher burnout, the present study aims to
identify specific aspects of teaching that may lead to teacher burnout during the COVID-19
pandemic.
Teachers can combat burnout by improving their emotional intelligence. After
systematically examining data from 13 articles, Mérida-López et al. (2017) suggest emotional
intelligence is a resource for educators to help prevent burnout and psychological distress.
Commonly, conditions that tend to co-occur with burnout include depression, headaches,
gastrointestinal issues, sleep disturbance, decreased immune response, and change in activity
level (Martin, 2012), while emotional intelligence is linked to greater satisfaction with life in
general and teaching in specific and more positive attitudes towards teaching (Mérida-López et
al., 2017). Emotional intelligence has also been argued that the extent to which educators believe
they possess the emotional skills to cope with school stress helps determine their affective
response (Mansfield et al., 2016). Many studies have focused on various aspects of emotional
intelligence in teachers, but not regarding work-life balance between parenting and teaching.
Student Impact
Burnout may lead to a decline in job performance among teachers. Teacher burnout may
increase absenteeism and counterproductive instruction, negatively impacting the quality of
learning for students (Rumschlag, 2017). In addition, significant correlations have been found
between teacher motivation and student motivation (Müller et al., 2009) suggesting that teacher
burnout can lead to a decline in student motivation (Shen et al., 2015). Likewise, teacher
motivation impacts the local school’s capacity to achieve its specific objectives as an
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organization (Müller et al., 2009). Teachers can influence students’ motivation through a variety
of aspects of their teaching practice. A few of these aspects include instructional styles, outward
emotions, and personal motivation. To illustrate, students make inferences about teachers’
feelings of instruction, which signify an important source of influence on student motivation
(Shen et al., 2015). The extent to which teacher burnout can negatively impact job performance
and student motivation can result in a potential decline in student outcomes. Reduced burnout
improves classroom quality and positively impacts multiple domains of student development
(Wolfe et al., 2019). By examining work-life balance in teachers, the current study may provide
information to reduce teacher burnout thus, improving student motivation and outcomes.
Organizational Culture
School cultures are multidimensional webs of traditions and rituals that have been
constructed over many years as teachers, students, parents, and administrators deal with major
and minor happenings together. Described as the quality and character of a school’s life, school
culture reflects the norms, goals, values, relationships, teaching and learning practices, and
overall organizational structure (National School Climate Center, 2020). In this way, these
cultural patterns are highly enduring and influence performance. They shape the way individuals
connected to the school think, act and feel (Peterson & Deal, 2002). Arguably, work-life balance
may influence the organizational culture of a school. Cleveland and Sink (2018) suggest a
positive and nurturing school environment contributes to constructive child and adolescent
development and found that a student’s perception of their school environment impacts their
overall well-being. Therefore, it is necessary to support contributing factors to the quality of
school environment. Work-life balance supports the efforts employees make to split their
personal resources, time, and energy, between work and the other aspects of their lives (Glasgow
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& Sang, 2016). By examining the impact of work-life balance on parent teachers, this study aims
to add to the literature supporting school culture.
When conducting research on school practice and policies, researchers and policymakers
should consider the effect the changes have on work-life-balance of school employees. This need
is further magnified by the quickly evolving school model of blended instruction. Another
consideration is resilience. Individual, relational and organizational resilience is defined as the
capacity to bounce back in adverse circumstances and serves to sustain commitment among
teachers (Hong et al., 2018). Because school climate is multisystemic including parent, teacher,
student, and school-level elements that indirectly influence student academic and emotional
experiences (Cleveland & Sink, 2018), researchers and policy makers should consider the
multiple dimensions that impact school culture and seek to build resilience on all levels.
In addition, employee satisfaction with their involvement in work-related decisionmaking mediates the relationship between other healthy workplace practices and the outcomes of
organizational commitment and emotional exhaustion (Grawitch et al., 2007). In essence,
teachers are more inclined to buy in to policy changes if they have a voice in the decisionmaking process. To illustrate, Grawitch et al. (2007) surveyed university faculty and staff to
explore the relationship between employee satisfaction and different workplace practices.
Employee involvement in decision making plays an important role in understanding and
evaluating some aspects of the healthy workplace. Additional researchers argue teachers should
possess analytical skills that enable them to bridge the theory practice gap and work across
borders to individuals who implement research into policy and practice (Ball & Forzani, 2007;
Hong et al., 2018). The current study aims to bridge a gap in educational research that informs
school practice and policy.
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Work-Life Balance
A generous body of literature examines the significance work-life balance has on
individuals and their families. Theoretically, work-life balance benefits everyone. This can be
seen in the workplace when it results in easier recruitment, improved retention, and improved
service delivery (Ainapur et al., 2016). In one such study, Martin et al. (2012) asserts the type of
work a woman does is likely to affect her ability to manage multiple roles successfully. There are
also positive effects of occupying multiple roles. In this way, individuals may experience
increased competence, resources, and higher social standing (Ahrens & Ryff, 2006; Martin et al.,
2012). Other studies suggest role balance (Greenhaus et al., 2003) may improve the experience
of engagement in multiple roles (Marks et al., 2001; Martin et al., 2012). Furthermore, work–life
balance is shown to play an important role in explaining job and life satisfaction in both men and
women (Haar et al., 2014; Taşdelen-Karçkay & Bakalım, 2017). For example, Taşdelen-Karçkay
and Bakalım (2017) found work-life balance mediates the relationship between WFC and FWC
and life satisfaction in Turkish men and women using the Work-Life Balance Scale. In addition,
Kumari and Sangwan (2015) discussed how to create work-life balance considering demands
from both the domains bear equal importance, as most individuals’ work life and personal life
will produce conflicting demands. The current study aims to gain a deeper understanding of
work-life balance and life satisfaction through the open-ended survey questions.
Work-life balance appears to be a significant factor in choosing a career. Described as
two sides of the same coin, balance between professional and personal life is vital for an
employee to feel they have achieved their personal and professional goals (Ghai, 2004).
Furthermore, work-home segmentation or integration can be useful for individuals to evaluate
when deciding on a career and organization (Kreiner, 2006). The study demonstrates how the
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interaction between individual preference of work segmentation and perceived segmentation
provided by the workplace affected work-home conflict, stress, and job satisfaction in 325
employees of a variety of occupations using the person-environment fit theoretical base.
Arguably, personal preference varies among individuals who desire to keep work and home
separate or integrated. The author found that consideration of organizational cultures whose
policies match the preferred degree of segmentation can lessen the conflict between work and
home demands. In essence, evaluating personal preference of segmentation before deciding on a
career field and organization that aligns may benefit the individual and organization by lessoning
the potential conflict of work and family.
Additionally, balance between work and family responsibilities may influence an
individual’s perception of their career success. For this reason, individuals may seek to enrich the
quality of their work and family lives to increase motivation levels (Kreiner, 2006). In the same
way, organizations may benefit from improving work-life balance in their employees. Generally,
employees are more satisfied with their work-life balance when the strategies they chose to
balance work and life spheres are congruent with the organizational culture (Kossek et al., 2010).
This may contribute to their ability to limit work-family conflict. Similarly examining the
relationship between personality-environment fit and work-life balance, Godin (2011) studies
organizations employing strategies that may hinder work-life balance. The evidence suggests a
positive effect when the level of segmentation or integration of an organization aligns with the
employee's personal values. In another study, Swathi and Mohapatra (2017) suggest that
organizations need to recognize the different factors that affect work-life balance in employees,
in doing this, employers may adapt the latest work-life strategies in an effort to reduce WFC. The
current study will contribute to the research of work-life balance and employee outcomes.
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Conventionally, work-life balance may be an important consideration for employees and
employers alike. To illustrate, an employee’s satisfaction with their involvement in work-related
decision making mediates the relationship between other healthy workplace practices and the
outcomes of organizational commitment and emotional exhaustion in a study by Grawitch et al.
(2007). By examining the relationship between employee satisfaction with workplace practices
and employee outcomes, researchers found that employee involvement in decision making plays
an important role in understanding and evaluating some aspects of the healthy workplace.
Because work-life balance requires attention, Deivasigamani and Shankar (2014) investigate the
work-life balance strategies implemented by organizations and employees. Much can be learned
by examining practices in school districts that successfully support employee work-life balance
as well as personal strategies for balancing work and family domains. It would be beneficial for
researchers and policymakers to consider the impact changes have on teacher work-life balance
when they implement new standards.
Many factors influence employee satisfaction, such as salary, opportunity for growth, fair
policies, low job stress, and clear lines of communication (Abuhashesh et al., 2019; Hee et al.,
2018). One underlying factor many employers may not consider is work-life balance (Rahman,
2020). In a study by Rahman (2020), the author linked motivation theory with work-life balance
to justify the significance of work-life balance benefits to employees and employers. By linking
these two concepts, employers can understand how they benefit from supporting employee
balance of professional and personal lives, improving motivation in the workplace. While
workplace flexibility has the potential to support work-life balance, the author cautioned that the
degree of flexibility must be decided upon carefully to avoid misuse and maintain effectiveness.
The article provides information to guide work-life balance informed policy development, and
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better understanding of the needs and preferences of employees (Rahman, 2020). Certainly,
work-life balance policy will differ according to the nature of the job. The current study aims to
provide information that guides work-life balance informed policy for the field of education.
Family structures are growing and becoming more complex, representing a diverse array
of needs in the workforce. The nature of time spent in the workplace is also evolving (Syed,
2016), heightening the need of work-life balance for employees (Greenhaus et al., 2003;
Parasuraman & Greenhaus, 2002). As it appears, poor work-life balance can affect individuals
and their families in numerous ways. For example, both role ambiguity and role conflict may
result in psychological distress, poor mental health, and reduced job performance (Mérida-López
et al., 2017; Schmidt et al., 2014). Furthermore, role ambiguity and role conflict in schools has
been linked to a decrease in job satisfaction and occupational commitment leading to burnout
and employee turnover (Mérida-López & Extremera, 2017). Mérida-López et al. (2017) examine
the effects that role stress and emotional intelligence play on engagement in 288 teachers. Role
ambiguity and role conflict show negative associations with vigor and dedication scores. In
addition, role ambiguity and emotional intelligence are significant in explaining teacher
engagement. Furthermore, poor work-life balance may lead to depression, anxiety, psychological
stress, marital issues, or mood disorders (Frone, 2000; Frone et al., 1992; Taşdelen-Karçkay &
Bakalım, 2017). The current study will contribute to the literature on work-life balance by
exploring the impact a specific crisis, COVID-19, on parent teachers by separating the
dimensions of work-life conflict and family-work conflict to gain a deeper understanding of the
direction of the conflict.
There is an apparent gender difference in the research on work-life balance. For instance,
Evans et al. (2016) found that women are more likely to sacrifice social and personal time while
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men are more likely to allot time for those important activities. In addition, women report greater
difficulty of work-family balance and less satisfaction with workplace family leave policy
(Buffardi et al., 2016) In some instances, women are both parents and caretakers of their own
parents utilizing opposing strategies simultaneously in attempt to maintain role balance (i.e.
balancing opposing beliefs such as “being the best you can” while “repressing perfectionism”). It
is important to note that family and caretaking responsibilities are not solely related to parenting
because multiple roles are multidimensional and interconnected (Evans et al., 2016). Despite
societal changes in recent decades, gender differences in the way women and men balance
multiple roles are firmly entrenched in Western society (Emslie & Hunt, 2009). Notably, the
unemployment rate between April 2020 and September 2020 due to COVID-19 was higher for
women than men (BLS, 2021). Some of this could be due to the change in family responsibilities
because of COVID-19 along with sharply decreased childcare availability (BLS, 2021). This
study includes data from both men and women to examine the possible gender differences of
work-life balance in parent teachers during COVID-19.
Overall, the research is becoming more gender inclusive. In an examination of the
allocation of time for personal life and work in Lithuania, Lydeka and Tauraite (2020) assert that
gender equality is more relevant in the 21st century because both men and women are faced with
issues related with work-life conflict or work-life imbalance. Use of time appears to differ
between women and men. Men spent more time on sleep and other physiological needs,
studying, leisure, and travel. Women spent more time on paid work, housework and childcare,
and other activities. The current study assumes that the majority of participants will be female,
based on the sample of elementary school teachers. The National Center for Education Statistics
reports the gender breakdown in elementary school teachers as 89% female and 11% male for
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the 2017-2018 school year (NCES, 2020). The study does not intend to exclude or limit male
responses because its aim is to examine work-life balance in all parent teachers.
COVID-19
During the COVID-19 pandemic, government officials issued restrictions and encouraged
self-isolation to slow the spread of the coronavirus disease (CDC, 2020). Because COVID-19 is
such a recent occurrence, the academic discourse is limited but growing quickly. Farooq et al.
(2020) investigate how online information impacted individual’s intention to voluntarily selfisolate during the pandemic and found individuals and families were encouraged to self-isolate
and practice social distancing through a variety of media platforms. Farooq et al. (2020)
examined 225 online surveys to analyze the effect of social media and living situations and
found that cyberchondria (anxiety producing effects of online health-related searches) and
information overload significantly impacted individuals’ threat and coping perceptions. Perhaps,
the impact technology had on teachers’ coping perceptions also negatively impacted their ability
to maintain work-life balance. Teachers relied heavily on technology to facilitate student
learning, which may have had a negative psychological impact on students and teachers.
Findings in another study describe the impact social and occupational impairment of isolation
measures through the COVID-19 pandemic had on psychological distress (Zaidi & Ali 2020).
The efforts to contain COVID-19 show signs of psychological impact globally and acknowledge
favorable and unfavorable aspects of lockdown. First, as individuals’ alarm stage were engaged,
altruistic behaviors and mixed emotions were released. Different coping strategies were evident.
Some protested on social media, others used humor, many were defying laws, and others
engaged in altruistic pursuits (Dirks, 1980; Zaidi & Ali, 2020). Then, the alarm stage transitioned
to the antagonistic resistance stage, which has psychological costs that need to be addressed
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before progressing into the exhaustion stage of stress (Zaidi & Ali, 2020). These studies examine
the impact self-isolation had on individuals during COVID-19. The current study aims to explore
the subsequent and uncertain transition that followed self-isolation measures.
Similarities can be found in findings from the SARS outbreak of 2003. Some studies
collected data in Hong Kong during and after the SARS epidemic and found high levels of
emotional disturbance in the general population (Ho et al., 2005; Taylor et al., 2008). Other
findings present voluntary self-isolation to be controversial due to inconvenience, economic loss,
or moral conflicts (Becker et al., 2005; Zhang & Wang, 2015). With regard to social distancing,
findings indicate that social distancing may spontaneously arise as a public response to
information about disease spread in media, public announcements, rumors, or individual
experiences (Blendon et al., 2004; Maharaj & Kleczkowski, 2012). In addition, Reynolds et al.
(2008) examine quarantine compliance in Canada during the SARS epidemic of 2003 and found
that low levels of compliance with quarantine requirements raised concerns about the
effectiveness of public health measures such as quarantine. This study suggests that compliance
could be improved, and psychological distress reduced by lowering the duration, revising the
requirements, and providing adequate education and support to citizens. A related study found
that quarantine can result in significant psychological stress, depressive symptoms, and PTSD
(Hawryluck et al., 2005). While the impact of the SARS outbreak has its own distinctions, the
research can be used as a benchmark in the research to come on COVID-19.
In more recent studies, Brooks et al. (2020) found the psychological impact of quarantine
was wide-ranging, substantial, and potentially long-lasting. The study focused on individuals
who chose to quarantine in home or in a dedicated facility, citing the importance for individuals
to have adequate support after the crisis (Brooks et al., 2018)., Rossi et al. (2020) conducted a
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study on the mental health impact that COVID-19 has had on the general Italian population
during lockdown. The authors found high rates of negative mental health outcomes in the general
Italian population associated with COVID-19 lockdown, identifying post-traumatic stress
symptoms, adjustment disorder, high perceived stress, anxiety, depression, and insomnia. The
outcomes are associated with several stress factors related to COVID-19 which include being
under quarantine, death of a loved one by COVID-19, negative impact on work activity due to
COVID-19, or other stressful experiences. These findings support the need for research on the
affective impact of COVID-19 from various perspectives, such as parent teachers. As more
research emerges, it will be interesting the compare findings from local communities, nationally,
and globally.
In many ways, the education system has been capsized by the COVID-19 crisis. In a
perspective article on the impact COVID-19 has had on the educational system, Sir John Daniel
(2020) offers guidance to educators and school leadership. As the Chancellor of the Acsenda
School of Management in Vancouver, Daniel suggests that COVID-19 is the greatest challenge
the Canadian national education system has faced in 50 years. Moreover, anxiety and stress
levels remain high for students and parents due to uncertainties about when life might return to
“normal.” Daniel suggests teachers and school counselors may be better than parents at
assuaging student anxieties and addressing emotional and psychological challenges. Special
arrangements put in place as a response to the COVID-19 crisis will leave a lasting impact via
the expansion of online learning and technology-based learning (Daniel, 2020). Arguably, there
will be benefits from the mechanisms put in place. The current study aims to provide findings
that add to the literature on the impact COVID-19 has had on the educational system.
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The sudden shift from in-person schooling to a virtual setting was a drastic change for the
education system. For many educational institutions worldwide, an overnight shift from
traditional education to remote instruction was a great challenge (Dhawan, 2020). Some schools,
particularly universities, previously offered a blended version of instruction where students
would do some work virtually and meet on campus for face-to face instruction as well
(Hrastinski, 2019). Forced to transform lessons into online versions in a brief period impacted
educators in numerous ways. Van der Spoel et al. (2020) compares teacher’s perception of their
virtual instruction and experiences pre and post the onset of COVID-19 in 200 Dutch teachers.
The study demonstrates significant change in teacher perception and their previous hesitancy to
implement technology into their lessons.
In another study, Ruoslahti (2020) presents qualitative research on the experience of six
university professors with the shift from face-to-face instruction to online format. Relevant
themes appeared including level of participation, challenges and risks, student feedback, and new
ways of work. The respondents in this study reported a relatively easy transition because their
particular program already had extensive online content, which facilitated a quick transition.
There appear to be mixed results in the research examining this transition for educators. The
current study aims to examine how these changes impacted parent teacher’s ability to balance
work and family domains.
Stress
Arguably, one of the most profound effects of COVID-19 in parent teachers is stress. The
concept of stress is broadly applied. It can refer to stress reactions, stress factors, including the
interaction between both factors and reactions. Because researchers have used the same term for
different constructs, it can be confusing (Wierda-Boer et al., 2009). For example, Wierda-Boer et
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al. (2009) examine the relationship between personality, domain specific stress and work-family
interference in dual-earning Dutch couples with young children. The authors find a positive
correlation between job stress and parenting stress to WFC and FWC. Similarly, Bell et al.
(2012) cites the increase of job stress in various organizations around the world. Findings
suggest relationships between job-related stress, mental and physical health, and work-life
conflicts among academics and various organizations. In addition, the bidirectional nature of
stress resulting from work conflict and family conflict is complex (Rotondo et al., 2003).
The current study will examine the impact of stress related to work-family conflict and
family-work conflict has on the specific career of education during COVID-19. For the purpose
of this study, stress is defined as the stressful events that occur in an individual’s environment
that are overwhelming and stretch their ability to cope in a healthy way (Dulmus & Hilarski,
2003).
Considering stress in the classroom, Jones et al. (2013) emphasize the importance for
teachers to possess social and emotional competencies essential to effective teaching and student
success. Teachers with limited emotional regulation skills may have trouble coping with stress
and struggle to model effective stress management for students, as stress disrupts cognitive
regulation processes such as attention, memory, and problem solving. Furthermore, chronic
stress can affect the sympathetic nervous system and endocrine system, leading to worsening
health concerns (Demers, 2015). Because of this, it is not only important to study aspects of
stress in teachers for their personal well-being, but also to support the success of students and
schools. The current study aims to provide practical evidence for measures to lessen stress in
parent teachers.

52
Parent teachers experience stress from multiple directions within the education system.
Compounding stress reactions related to home and work roles can lead to reduced levels of
physical and psychological energy (Wierda-Boer et al., 2009). In a qualitative investigation by
Aaronson et al. (2003) on fatigue in healthy working adults, participants cite work-related stress
and being overworked as the most common cause of fatigue explaining that stress related fatigue
increases over the course of the day. This is because fatigue caused by stress alerts individuals to
take restorative measures such as rest, sleep, or reevaluating activities and goals. Therefore,
effective approaches should work to mitigate factors that cause stress and help educators cope
with stresses that cannot be avoided (Jones et al., 2013). The current study will add to the
literature of work-related stress in parent teachers.
Summary
Work-life balance refers to the balance between work and several other aspects of life. It
has been examined by many researchers and the term has been defined in a variety of ways
(Godin, 2011). Because work-life balance has been associated with greater quality of life,
(Greenhaus et al., 2003) it is important to support educators in achieving a better work-life
balance. Furthermore, work-life balance affects teachers’ families, students, and the school
organizational culture. Therefore, the examination of work-life balance of parent teachers during
COVID-19 will not only benefit individuals, but also provide information for the betterment of
families and the organizational culture of schools.
Love and work are said to be the cornerstones of being human. Both are important for
happiness. Studies suggest that people control their behavior according to expectations regarding
work. Because of this, Meenakshi (2014) concluded that self-management is most important
among factors regulating the work-life balance. In this way, work-life balance may contribute to
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personal happiness to find harmony between the often-competing responsibilities of their
personal and professional lives, (i.e., love and work). To consider the balance of personal and
professional goals that align with an individual’s ideals, parents may enter the field of education
with the expectation of easier work-life balance and be disappointed with the reality of the job’s
demands. High stress levels from teaching may lead to difficulty in balancing responsibilities of
both work and home, but good mental health can help individuals develop inner strength and the
ability to cope with stressors (Charoensukmongkol, 2014). Furthermore, emotional intelligence,
anxiety sensitivity, and subjective stress reactivity should be targeted variables to reduce
emotional stress reactivity (Choi et al., 2014). These findings should inform administrators and
policymakers when making decisions that impact teacher work-life balance.
This study will explore the experience of parent educators adapting to the demanding role
combination of parent and teacher during COVID-19. This role was welcomed by some and
unwelcomed, even reviled, by others. In these uncertain times, it is important to be prepared to
transition from in-person learning to home-based learning at any moment. Examining the impact
this transition had on parent teachers will help provide guidance for the future as well as
document this unprecedented event in American history.
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CHAPTER THREE: METHODS
Overview
Müller et al. (2009) identifies extrinsic factors, including ability to balance work-life with
personal responsibilities, as motivators for individuals to enter the field of education. Work-life
balance is a significant concern for parents and needs to be addressed in the field of education.
Furthermore, COVID-19 has compounded the difficulties of this struggle, making work-life
balance less achievable and creating additional stress in many ways. The results of this could be
job dissatisfaction and burnout, which are often identified as major factors contributing to
teacher shortage. This study utilizes a descriptive survey methodology approach to gain insight
into the experiences of parent teachers during COVID-19. In this chapter, I will describe the
purpose for the design methods that have been selected. Research questions will be provided,
followed by hypotheses. I will describe the participants and setting utilized for the sample of
parent teachers. The instrumentation will be justified followed by procedures for conducting this
study. Finally, the method of data analysis will be described.
Design
This study utilizes survey methodology that is primarily descriptive (Creswell & Clark,
2007). This study is observational in nature, utilizing a descriptive design by using descriptive
statistics to gain a better understanding of work-life balance in parent teachers during COVID19. The survey begins with the Work-Family Conflict Scale and Family-Work Conflict Scale
(Netemeyer et al., 1996) and end with the addition of four open-ended questions within one
survey instrument using SurveyMonkey.
Participants were asked to complete the Work-Family Conflict Scale and Family-Work
Conflict Scale. This instrument recognizes the related yet distinct constructs of WFC and
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FWC. Participant responses were based on the current experience. After comparing the data
between WFC and FWC, open-ended questions were posed to expand on the impact these
constructs have on parent teachers’ ability to achieve work-life balance with the inclusion of
open-ended questions. The open-ended questions are additional to the Work-Family Conflict and
Family-Work Conflict scales. Therefore, the items aim to provide interesting quotes that can be
used to support and expand on findings (Creswell, 2007).
Research Questions
RQ1: Do parent teachers struggle with work-life balance during COVID-19?
H01: There will be a low score on the Work-Family Conflict scale.
Ha1: There will be a high score on the Work-Family Conflict scale.
H02: There will be a low score on the Family-Work Conflict scale.
Ha2: There will be a high score on the Family-Work Conflict scale.
RQ2: What do parent teachers describe as their work-life balance during COVID-19?
H01: Parent teachers will identify no unique stressors in work-life balance before and
during COVID-19.
Ha1: Parent teachers will identify one or more unique stressors in work-life balance
before and during COVID-19.

Participants and Setting
Participants for this study were drawn from a convenience sample of public-school
educators of grades K-12 located in central Arkansas. Each participant held a current teaching
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license from the Arkansas Department of Education and had one or more dependents in grades
kindergarten-12 residing in their home during the 2020-2021 school year. Parent teachers
involved in this study have worked at one of the 24 schools within the school district and
reported back through a SurveyMonkey survey online. An assessment was completed on any
individual who showed interest in participation of the study. Participants must have been willing
to participate in the study, able to provide consent, and have no foreseeable barriers to
participating. If participants do not meet criteria, their responses were excluded from the survey
results.
The sample was drawn from 24 schools in the district. Surveys were distributed to all
parent teachers. The sample included 13 participants between the ages of 25-34, 37 participants
between the ages of 35-44, and three participants between the ages of 55-64. Participants are
culturally identified as 12 African American, 60 Caucasian, one Hispanic, one Asian/Pacific
Islander, and four Multiple Ethnicity/Other. Regarding gender, 64 participants were female and
14 were male.
Instrumentation
Work-Family Conflict and Family-Work Conflict Scales
The first research question was measured using the self-report Work-Family Conflict and
Family-Work Conflict scales (Netemeyer et al., 1996). These measures separate both distinct
constructs to better understand distinct inter-role conflict. These measures define WFC as the
general demands of time devoted to and strain created by the job interfere with the performance
of family-related responsibilities. Likewise, family-work conflict is defined as the general
demands of time and strain created by family that interfere with the performance of work-related
responsibilities. The Work-Family Conflict Scale and Family-Work Conflict Scale (Netemeyer
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et al., 1996) was designed to provide a short, self-reporting measure of WFC and FWC. The
authors recognized that other measures of WFC and FWC combined these two constructs into
one measure, while this instrument recognizes the distinction between WFC and FWC. Other
instruments that measure conflict between work and family used items that may reflect potential
outcomes of WFC and FWC, whereas the Work-Family Conflict and Family-Work Conflict
scales assess the interplay between these both constructs and their antecedents and outcomes.
Both instruments used a Likert scale format to assess inter-role conflict. The scales range from 1
to 7.
Psychometric Properties
The Work-Family Conflict and Family-Work Conflict scales recognize the distinction
between WFC and FWC by assessing the interplay between these two constructs. The scales
show adequate levels of internal consistency, dimensionality, and discriminant validity across
three samples. The scales have coefficient and alpha levels that range from .83 to .89, with an
average alpha of .88 for the Work-Family Conflict scale and .86 for the Family-Work Conflict
scale across samples (Netemeyer et al., 1996). Significant correlations are found for numerous
on- and off-the-job variables as evidence of construct validity in addition to several tests
measuring differences between correlation supported construct validity and mean-level
differences tests between Work-Family Conflict and Family-Work Conflict scales.
Open-Ended Questions

The open-ended questions were designed to expand on the result from the instrument
used to gain insight into the findings of the WFC and FWC scale.

1. Identify the greatest challenge as a parent during the COVID-19 pandemic.
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2. Identify the greatest challenge as a teacher during the COVID-19 pandemic.

3. What would be the most helpful support to balance work and family responsibilities as
a teacher moving forward?

4. What else would you like to share for this study of work-life balance and for parent
teachers during COVID-19?

The first two questions seek to identify the specific challenges in their work and family
roles during COVID-19: The third question seeks insight into potential solutions for this
challenge. Because people experience phenomena in diverse ways (Cleland, 2017), the last
question provides an opportunity for the participant to add any more information they may find
useful for the study. These questions aim to deepen the understanding (Cleland, 2017) of parent
teachers’ experience of work-life balance during COVID-19 and provide information
that cannot easily be put into numbers.

Procedures
Within ten business days of the successful proposal defense, the IRB application was
submitted. After IRB approval, research site permission was requested to the school district and
individual schools (without recruiting participants). Recruitment of participants began
immediately. An informational flyer was sent to all parent teachers in the school district during
professional learning community meetings. All participants received the combined Work-Family
Conflict Scale, Family-Work Conflict scale, and four open-ended questions through
SurveyMonkey. Participants were asked to answer questions based on their work-life balance
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experience during COVID-19 before completing the survey. Once data was received, data was
analyzed.
Data Analysis
RQ1: Do parent teachers struggle with work-life balance during COVID-19?
H01: There will be a low score on the Work-Family Conflict scale.
Ha1: There will be a high score on the Work-Family Conflict scale.
H02: There will be a low score on the Family-Work Conflict scale.

Ha2: There will be a high score on the Family-Work Conflict scale.

A descriptive design was used to systematically describe WFC and FWC in parent
teachers following the return to traditional school during COVID-19. Descriptive statistics
(including means and standard deviations) were used to analyze responses on the Work-Family
Conflict and Family-Work Conflict Scales. This study is observational and aimed at casting light
on parent teachers’ work-life balance as it is occurring.

RQ2: What do parent teachers describe as their work-life balance during COVID-19?
H01: Parent teachers will identify no unique stressors in work-life balance before and
during COVID-19.
Ha1: Parent teachers will identify one or more unique stressors in work-life balance
before and during COVID-19.

As for research question two, open-ended question followed the instrument. These openended questions are used to help provide support and examples to the quantitative findings from
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the instrument. Relevant data collected through the open-ended questions aim to provide
interesting quotes that can be used to support and expand on quantitative findings (Creswell,
2007).

Summary
This descriptive survey methodology study will describe the work-life balance of parent
teachers during COVID-19. Because the typical stress level of parents has been increased due to
COVID-19, it important to examine how the pandemic has impacted educators as well. This
study aims to provide key information that may eventually be proactive in preventing parent
teacher burnout and reducing stress.
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CHAPTER FOUR:
FINDINGS
Overview
The COVID-19 pandemic has impacted workers in various ways. Many working parents
express difficulty juggling multiple roles and express a desire for a better work-life balance. Few
studies focus on the work-life balance of parents who are in the field of education. Those that do
only show a significant impact of autonomy and work-life balance on teachers’ job performance
(Johari et al., 2018); balance of emotional and rational experiences necessary when examining
the field of education (Hargreaves, 2000); positive impact from the incorporation of work-life
balance into planning for the educational sector (Muthu Kumarasamy et al., 2015); and suggest
more research work and data analysis should be conducted for work-life balance in academic
fields (Bell et al., 2012). This study examines the work-life balance of parent teachers during
COVID-19. In this study, parent teachers are defined as kindergarten-12th-grade educators who
have one or more dependents enrolled in grades K-12. This chapter includes the results of the
study. The chapter begins with a descriptive overview of the results of the study. The chapter
ends with a summary.
Results
Demographics
Seventy-eight participants took part in this survey, of which thirteen participants were 2534, thirty-seven were 35-44, twenty-five were 45-54, and three were 55-64 years old (Table 1).
Table 1
Age of Participants
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What is your age?
Frequency
Valid

Valid
Percent

Percent

Cumulative
Percent

25-34

13

16.7

16.7

16.7

35-44

37

47.4

47.4

64.1

45-54

25

32.1

32.1

96.2

55-64

3

3.8

3.8

100.0

Total

78

100.0

100.0

As a part of the inclusion criteria, all participants had children. More specifically, 43 participants
had one child residing in their home, 25 participants had two children residing in their home, six
participants had three children residing in their home, two participants had four children residing
in their home, and two participants had more than four children residing in their home (Table 2).

Table 2
Number of children in household
For how many children in grades k-12 in your household are you parent or
guardian?
Frequency
Valid

Percent

Valid
Percent

Cumulative Percent

1

43

55.1

55.1

55.1

2

25

32.1

32.1

87.2

3

6

7.7

7.7

94.9

4

2

2.6

2.6

97.4

More than
4

2

2.6

2.6

100.0

78

100.0

100.0

Total

63

In reference to race/ethnicity, one participant reported to be Asian/Pacific Islander, 12
participants reported to be Black, one participant reported to be Hispanic, four participants
reported to be Multiple ethnicity/Other, and 60 participants reported to be White/Caucasian
(Table 3).

Table 3
Race/ethnicity of Participants
Which race/ethnicity best describes you? (Please choose only one.)
Frequency
Valid

Asian / Pacific Islander

Percent

Valid
Percent

1

1.3

1.3

1.3

12

15.4

15.4

16.7

Hispanic

1

1.3

1.3

17.9

Multiple ethnicity /
Other (please specify)

4

5.1

5.1

23.1

White / Caucasian

60

76.9

76.9

100.0

Total

78

100.0

100.0

Black or African
American

Regarding gender, 64 participants were female and 14 were male (Table 4).
Table 4
Gender of Participants
What is your gender?
Frequency
Valid

Cumulative
Percent

Female

64

Percent
82.1

Valid
Percent
82.1

Cumulative
Percent
82.1

64
Male

14

17.9

17.9

Total

78

100.0

100.0

100.0

Descriptive Statistics
Descriptive statistics, including the minimum, maximum, median, mode, and standard
deviation were calculated and are displayed (see Table 5). Participants, overall, scored higher on
WFC than the FWC scale. The mean score on the WFC was 25.8052 with a standard deviation of
6.63729 whereas the mean score for FWC was 17.7013 with a standard deviation of 7.02826.
Table 5
Descriptive Statistics

Statistics
WFC
N

Valid

FWC

77

77

1

1

Mean

25.8052

17.7013

Median

25.0000

17.0000

Std. Deviation

6.63729

7.02826

Minimum

9.00

5.00

Maximum

35.00

35.00

Missing

Figure 1 displays frequencies for the Work Family Conflict Scale. Figure 2 displays frequencies
for the Family-Work Conflict Scale.

65
Work-Family Conflict
The responses to the WFC scale items are measured on a 7-point Likert scale ranging
from 1 = strongly disagree to 7 = strongly agree. Tables 6-10 show data from each question on
the work-family conflict scale. As can be seen in Table 6, most (77%) participants either agreed,
strongly agreed, or very strongly agreed with the statement “the demands of my work interfere
with my home and family life.” Only nine percent neither agreed or disagreed, and 12.8 percent
disagreed, strongly disagreed, or very strongly disagreed.
Table 6
Impact of Work Demands on Home and Family Life
The demands of my work interfere with my home and family life.
Frequency
Valid

Total

Valid
Percent

Cumulative
Percent

Very strongly agree

19

24.4

24.7

24.7

Strongly agree

19

24.4

24.7

49.4

Agree

22

28.2

28.6

77.9

Neither agree nor
disagree

7

9.0

9.1

87.0

Disagree

6

7.7

7.8

94.8

Strongly disagree

3

3.8

3.9

98.7

Very strongly disagree

1

1.3

1.3

100.0

77

98.7

100.0

1

1.3

78

100.0

Total
Missing

Percent

8

Table 7 shows the responses to the statement “the amount of time my job takes up makes
it difficult to fulfill family responsibilities.” As can be seen, the majority (71.4%) of participants
agreed, strongly agreed, or very strongly agreed with this statement. 11.7% neither agreed nor
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disagreed. Only 16.9% disagreed, strongly disagreed and 0% very strongly disagreed with the
statement.
Table 7
Time Interfered with Family Responsibility

The amount of time my job takes up makes it difficult to fulfill family responsibilities.
Frequency
Valid

16

20.5

20.8

20.8

Strongly agree

21

26.9

27.3

48.1

Agree

18

23.1

23.4

71.4

9

11.5

11.7

83.1

10

12.8

13.0

96.1

Strongly disagree

3

3.8

3.9

100.0

Very strongly disagree

0

0

0

0

77

98.7

100.0

1

1.3

78

100.0

Disagree

Total

Total

Cumulative
Percent

Very strongly agree

Neither agree nor
disagree

Missing

Percent

Valid
Percent

8

Table 8 shows the responses to the following: “Things I want to do at home do not get
done because of the demands my job puts on me.” Most participants agreed, strongly agreed, or
very strongly agreed with this statement (75.7 %). Some disagreed, strongly disagreed, or very
strongly disagreed (15.4%), and even fewer were neutral (7.7%).
Table 8
Work Demands Interfere with Things to do at Home
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Things I want to do at home do not get done because of the demands my job puts on me.
Frequency
Valid

Percent

Valid
Percent

Cumulative
Percent

Very strongly agree

13

16.7

16.9

16.9

Strongly agree

19

24.4

24.7

41.6

Agree

27

34.6

35.1

76.6

Neither agree nor
disagree

6

7.7

7.8

84.4

Disagree

9

11.5

11.7

96.1

Strongly disagree

2

2.6

2.6

98.7

Very strongly disagree

1

1.3

1.3

100.0

77

98.7

100.0

1

1.3

78

100.0

Total
Missing 8
Total

Table 9 shows participants responses to the following: “My job produces strain that
makes it difficult to fulfill family duties.” Most participants agreed, strongly agreed, or very
strongly agreed with this statement (77%). Some disagreed, strongly disagreed, or very strongly
disagreed (14.2%), and even fewer were neutral (7.7%).
Table 9
My job produces strain that makes it difficult to fulfill family duties.

My job produces strain that makes it difficult to fulfill family duties.
Frequency
Valid

Percent

Valid
Percent

Cumulative
Percent

Very strongly agree

16

20.5

20.8

20.8

Strongly agree

19

24.4

24.7

45.5

Agree

25

32.1

32.5

77.9
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Neither agree nor
disagree

6

7.7

7.8

85.7

Disagree

8

10.3

10.4

96.1

Strongly disagree

1

1.3

1.3

97.4

Very strongly disagree

2

2.6

2.6

100.0

77

98.7

100.0

1

1.3

78

100.0

Total
Missing

8

Total

Table 10 shows participants responses to the following: “My job produces strain that
makes it difficult to fulfill family duties.” Most participants agreed, strongly agreed, or very
strongly agreed with this statement (62.8%). Some disagreed, strongly disagreed, or very
strongly disagreed (21.9%), and even fewer were neutral (14.1%).

Table 10
Due to work-related duties, I have to make changes to my plans for family activities.

Due to work-related duties, I have to make changes to my plans for family activities.
Frequency
Valid

Percent

Valid
Percent

Cumulative
Percent

Very strongly agree

14

17.9

18.2

18.2

Strongly agree

16

20.5

20.8

39.0

Agree

19

24.4

24.7

63.6

Neither agree nor
disagree

11

14.1

14.3

77.9

Disagree

13

16.7

16.9

94.8

Strongly disagree

2

2.6

2.6

97.4

Very strongly disagree

2

2.6

2.6

100.0
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Total
Missing

8

Total

77

98.7

1

1.3

78

100.0

100.0

Family-work conflict
The responses to the family-work conflict scale items are measured on a 7-point Likert
scale ranging from 1 = strongly disagree to 7 = strongly agree. Tables 11-15 show data from
each question on the work-family conflict scale. There was not much variance in FWC for
participants who reported ‘Strongly agree or Very strongly agree.’ Participants did select
‘Neither agree nor disagree’ highest on ‘The demands of my family or spouse/partner interfere
with work related activities.’ at 51.9% (Table 11) and ‘I have to put off doing things at work
because of demands on my time at home ' at 48.0% (Table 12). Participants reported ‘Strongly
disagree or Very strongly disagree’ highest on two items My home life interferes with my
responsibilities at work such as getting to work on time, accomplishing daily tasks, and working
overtime.’ at 34.6% (Table 14), and ‘Family-related strain interferes with my ability to perform
job-related duties.’ at 34.6% (Table 15).
Table 11 shows participants responses to the following: “The demands of my family or
spouse/partner interfere with work-related activities.” About 33 percent of participants agreed,
strongly agreed, or very strongly agreed with this statement. Closer to half of participants
disagreed, strongly disagreed, or very strongly disagreed (47.4%), and the remaining were
neutral (17.9%). Participant responses to these items were spread widely than with the previous
scale items.
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Table 11
Impact of Family Demands on Work-Related Activities

The demands of my family or spouse/partner interfere with work-related activities.
Frequency
Valid

Valid
Percent

Cumulative
Percent

Very strongly agree

7

9.0

9.1

9.1

Strongly agree

4

5.1

5.2

14.3

Agree

15

19.2

19.5

33.8

Neither agree nor
disagree

14

17.9

18.2

51.9

Disagree

23

29.5

29.9

81.8

Strongly disagree

9

11.5

11.7

93.5

Very strongly disagree

5

6.4

6.5

100.0

77

98.7

100.0

1

1.3

78

100.0

Total
Missing

Percent

8

Total

Table 12 shows participants responses to the following: “I have to put off doing things at
work because of demands on my time at home.” There were 35.9% of participants that agreed,
strongly agreed, or very strongly agreed with this statement. Closer to half (49.9%) disagreed,
strongly disagreed, or very strongly disagreed, and the remaining were neutral (10.3%).
Table 12
Demands on my time at home affecting Work
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I have to put off doing things at work because of demands on my time at home.
Frequency
Valid

Cumulative
Percent

Very strongly agree

7

9.0

9.3

9.3

Strongly agree

5

6.4

6.7

16.0

16

20.5

21.3

37.3

8

10.3

10.7

48.0

Disagree

26

33.3

34.7

82.7

Strongly disagree

10

12.8

13.3

96.0

3

3.8

4.0

100.0

75

96.2

100.0

3

3.8

78

100.0

Agree
Neither agree nor
disagree

Very strongly disagree
Total
Missing

Percent

Valid
Percent

8

Total

Table 13 shows participants responses to the following: “Things I want to do at work
don’t get done because of the demands of my family or spouse/partner.” There were 28.2% of
participants that agreed, strongly agreed, or very strongly agreed with this statement. Most
participants (60.3%) disagreed, strongly disagreed, or very strongly disagreed, and the remaining
were neutral (10.3%).

Table 13
Things at work do not get done due to family demands
Things I want to do at work don't get done because of the demands of my family or
spouse/partner.
Frequency

Percent

Valid
Percent

Cumulative
Percent

72
Valid

Very strongly agree

6

7.7

7.8

7.8

Strongly agree

4

5.1

5.2

13.0

12

15.4

15.6

28.6

8

10.3

10.4

39.0

31

39.7

40.3

79.2

Strongly disagree

8

10.3

10.4

89.6

Very strongly disagree

8

10.3

10.4

100.0

77

98.7

100.0

1

1.3

78

100.0

Agree
Neither agree nor
disagree
Disagree

Total
Missing

8

Total

Table 14 shows participants responses to the following: “My home life interferes with my
responsibilities at work such as getting to work on time, accomplishing daily tasks, and working
overtime.” There were 26.9% of participants that agreed, strongly agreed, or very strongly
agreed with this statement. Most participants (62.8%) disagreed, strongly disagreed, or very
strongly disagreed, and the remaining were neutral (9.0%).

Table 14
Family Demands Interfere with Things at Work
My home life interferes with my responsibilities at work such as getting to work on
time, accomplishing daily tasks, and working overtime.
Frequency
Valid

Percent

Valid
Percent

Cumulative
Percent

Very strongly agree

5

6.4

6.5

6.5

Strongly agree

2

2.6

2.6

9.1

14

17.9

18.2

27.3

Agree

73
Neither agree nor
disagree

Missing

7

9.0

9.1

36.4

Disagree

22

28.2

28.6

64.9

Strongly disagree

15

19.2

19.5

84.4

Very strongly disagree

12

15.4

15.6

100.0

Total

77

98.7

100.0

1

1.3

78

100.0

8

Total

Table 15 shows participants responses to the following: “Things I want to do at work
don’t get done because of the demands of my family or spouse/partner.” There were 20.5% of
participants that agreed, strongly agreed, or very strongly agreed with this statement. Most
participants (65.4%) disagreed, strongly disagreed, or very strongly disagreed, and the remaining
were neutral (12.8%).
Table 15
Family strain on Work Duties

Family-related strain interferes with my ability to perform job-related duties.
Frequency
Valid

Percent

Valid
Percent

Cumulative
Percent

Very strongly agree

5

6.4

6.5

6.5

Strongly agree

2

2.6

2.6

9.1

Agree

9

11.5

11.7

20.8

Neither agree nor
disagree

10

12.8

13.0

33.8

Disagree

24

30.8

31.2

64.9

Strongly disagree

16

20.5

20.8

85.7

74

Missing

Very strongly disagree

11

14.1

14.3

Total

77

98.7

100.0

1

1.3

78

100.0

8

Total

100.0

Open-Ended Questions
Narratives from open-ended questions that provide additional insight on the experience of
parent teachers following the return to school after the onset of the COVID-19 pandemic were
reviewed. The open-ended questions included: 1) Identify the greatest challenge you face as a
parent during the COVID-19 pandemic.; 2) Identify the greatest challenge you faced as a teacher
during the pandemic.; 3) Is there anything else you would like to share about work-life balance
during COVID-19?; 4) What else would you like to share for this study of work-life balance
during COVID-19? Although participants answered the open-ended questions in response to the
above four prompts, the responses are categorized below with how they seemingly fit with
participant responses on the instrument.
Impact of Work Demands on Home and Family Life
Item one on the WFC scale refers to the degree the demands of the participants’ work
interferes with their home and family life. Some discussed the increased workload given to
teachers after COVID-19; “Attempting to complete all aspects of work expectations is more
difficult than usual.”; “there were a lot of demands placed on teachers prior to the pandemic, but
those demands have become more urgent.”; “such a heavy work load that you have no choice but
to take it home with you.” Others discussed blurred boundaries between work and family such
as, “Not knowing when my teaching ended and my family begins.” due to the lack of concrete
physical boundaries “Because there isn't a limit as to where the job can be done nowhere is an
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even more unrealistic expectation that we as teachers should be working at home as well as at the
school.” Moreover, some respondents expressed the lack of support they were able to provide
their own children because of increased demands; “I had very little time or energy to help my
own kids through the pandemic due to demands from my job, “and “oftentimes we end up giving
our best to the students we teach and it leaves less for our families and children. It appears that
work demands impacted parent teachers’ home and family life in many ways.
Time Interfered with Family Responsibility
Item two on the WFC scale refers to the amount of time the participants spend working
created difficulty to fulfill family responsibilities. Some participants expressed the lack of timebased boundaries citing “The feeling that my bosses thought I was available 24/7,” and “It's
difficult to have family time because the school day doesn't end.” Other participants discussed
the challenge of time related strain; “It felt like there was never enough time to do the work that
needed to be done while taking care of my kids” and “As a teacher, I don't have an equitable
distribution of time between teaching and family.” Similarly, some participants describe the
impact time-related strain had on their children; “I have spent so much of my time invested in
other people's kids that I didn't have enough for my own child,” and “Teaching has become more
than a full-time job and I cannot devote the time to my teenager that she needs to ensure she's not
falling behind in her studies. My daughter's grades and reading level have dropped as a result.”
Work Demands Interfere with Things to do at Home
Item three on the WFC scale refers to the things participants want to do at home are
impacted by work demands. In response to the open-ended questions some participants described
the impact this had on their own children such as, “I cannot devote the time to my teenager that
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she needs to ensure she's not falling behind in her studies. My daughter's grades and reading
level have dropped as a result.” While other participants discussed the decision of how to balance
work demands such as, “Having to make the tough call to go to work so I can have days if
needed for my kids,” and “Rather than letting my work suffer, I tend to let my home life suffer.”
Other participants discussed personal solutions such as, “Because my work-life balance got tilted
so heavily towards work, I finally put in personal boundaries for how much work I will do
outside of contract hours.”
Job Strain on Family Duties
Item four on the WFC scale refers to the way job strain interferes with family duties. The
following participant descriptions spoke to their personal emotional strain; “Anxiety has been the
greatest challenge,””Hard adjustments, emotional stress, financial stress, loss of loved ones, and
worrying of my students failure to learn," and “we all were afraid of the unknown risk involved
with teaching.” While others discussed the impact this had on family relationships: “Maintaining
patience and keeping healthy interactions with my children during the pandemic,” and “The
emotional strain to my teenager has been enormous & I have not felt equipped to meet her
needs.” Moreover, some participants described the nature of the job strain as a “constant
struggle” as was described in the following statements, “Sadly this year it seems as though we’re
expected to behave/achieve as we did prior to the pandemic. Aggression & suicide has increased
in my child’s school, but we don’t seem to acknowledge this as a wake up call.” Another
participant described, “Administrative demands are more intense than they were prior to the
pandemic! We are being pressured to make up for lost time academically without addressing the
crucial social emotional needs we all feel,” and “the lack of direction from decision makers at
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work/uninformed decisions made it even more difficult to do my job,” “COVID-19 has created
an even larger sense of urgency that is causing burn out in teachers.”
Family Demands Interfere with Things at Work
Item four on the FWC scale refers to the way home life interferes with my
responsibilities at work such as getting to work on time, accomplishing daily tasks, and working
overtime. Three participants discussed the impact quarantine had while school was back in
session; “When my kids were quarantined, I had to take off work to stay with them, and this
makes me have work guilt for not being able to come to work,” “Finding someone to care for my
child if she was quarantined and I was not,” “Myself and my children being quarantined multiple
times restricted my ability to do my job.”
Family Strain on Work Duties
Item five on the FWC scale refers to the way family related strain interferes with the
participants’ ability to perform job-related duties. These answers were health and safety related;
“The most stressful part is making sure you are doing the best for your family to keep everyone
safe,” others cited “worry” and “uncertainty” as a family related strain.
Work-Life Balance
Some participants described teacher relationships with students and their families saying
“It has been stressful on all,” “Parents and teachers seem to have little patience for one another.
Teachers are struggling with discipline, even those who had no issues before covid,” “More and
more work is being piled on teachers while they are being asked to give students and families
grace as though we don't need the same grace.” Moreover, some participants described the
personal impact COVID-19 has had on their ability to maintain WLB and the self-sacrifice

78
necessary to meet the demands of work and family “what has been compromised the most is the
time to work on myself,” “I still feel like any personal time is selfish,” ”I can't be the best teacher
I can be or the best mom I can be,” “I can be replaced at work, I cannot be replaced at home.” In
addition to this, some participants described the bidirectional nature of WLB, “Parent teachers
were teaching both their own children and others at the same time. Being stretched too thin
makes this situation impossible to do either adequately,” “Our dual role is very challenging
under ordinary circumstances.” However, some participants offered a positive outlook explaining
that COVID-19 “could actually be a golden opportunity for a fresh look at what we value”
suggesting “we can take a collective breath to achieve that elusive balance and that
administrative decision makers will put value on the mental health benefits of this precious
balance!”
Summary
Few studies focus on the work-life balance of parents who are in the field of education.
Studies focusing on work-life balance tend to only show a significant impact of autonomy and
work-life balance on teachers’ job performance (Johari et al., 2018); balance of emotional and
rational experiences necessary when examining the field of education (Hargreaves, 2000);
positive impact from the incorporation of work-life balance into planning for the educational
sector (Muthu Kumarasamy et al., 2015); and suggest more research work and data analysis
should be conducted for work-life balance in academic fields (Bell et al., 2012). The purpose of
this study is to examine the work-life balance of parent teachers during COVID-19. The study
was designed to answer two research questions: What is work-life balance like for parent
teachers during COVID-19? What do parent teachers describe as their work-life balance during
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COVID-19? The data reported in chapter 4 provides insight into the work-life balance of parent
teachers during COVID-19.
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CHAPTER FIVE
CONCLUSION
Overview
Chapter Five addresses the practical implications of the findings of this study. The
chapter begins with a brief restatement of the purpose of this study. Next, the findings of this
study are discussed and integrated with other research literature. Following this, implications are
offered in response to the analysis. Limitations of this study will be discussed. Finally, future
research will be suggested to address remaining gaps in the literature.
Discussion
The purpose of this study was to examine the work-life balance of parent teachers during
COVID-19. The research aimed to answer two questions: (1) What is work-life balance like for
parent teachers during COVID-19? and (2) What do parent teachers describe as their work-life
balance during COVID-19? Descriptive survey methodology was used.
The responses from participants in this study confirm the work of Netemeyer et al.
(1996). When work and family domains are incompatible, performance in both roles is difficult.
For example, Participants explained, “It has been stressful on all” when discussing teacher,
student, and parent relationships adding, “parents and teachers seem to have little patience for
one another.” This confirms Wierda-Boer and colleagues’ (2009) assertion that compounding
stress reactions related to home and work roles lead to reduced levels of psychological energy.
Netemeyer and researchers (1996) discuss how role pressures from membership in one
organization conflict with pressures from membership in other organizations, creating inter-role
conflict. Relative to this, one participant in this study described this inter-role conflict by stating,
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“teachers while they are being asked to give students and families grace as though we don't need
the same grace.” Furthermore, the degree to which work and family domains are incompatible
make performance in all roles more difficult (Netemeyer et al., 1996). In order to meet the needs
of family and work domains, some participants sacrificed self-care. One participant described
this self-sacrifice by stating, “what has been compromised the most is the time to work on
myself.” Participants also described how personal time felt “selfish” and expressed guilt for not
meeting harsh personal expectations. One participant stated, “I can't be the best teacher I can be
or the best mom I can be.”
Work Family Conflict
This study suggests work may interfere with family roles (M= 25.8052, SD= 6.63729)
more than family interferes with work roles (M=17.7013, SD=7.02826) for parent teachers
during COVID-19. This data also aligns with Losoncz and Bortolotto (2009) who suggest
decreased work stress is a precursor for balance to occur. To examine this further, it may be
important to examine the original source of conflict to gain a deeper understanding of work-life
balance.
Impact of Work Demands on Home and Family Life
As it appears, poor work-life balance can affect individuals and their families in
numerous ways. In this study, participants reported ‘Agree, Strongly agree, or Very strongly
agree’ highest for ‘The demands of my work interfere with my home and family life’ at 77.9%
(Table 9). Some participants discussed the increased workload assigned to teachers during
COVID-19 explaining that it is “more difficult than usual.” Another participant stated, “demands
have become more urgent.” When alluding to demands a participant indicated there is “such a
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heavy work load that you have no choice but to take it home with you.” It is important to note,
Wallace (1999) suggests the subjective perception of feeling overworked may be a stronger and
more consistent predictor of time-based work-life conflict than the objective measure of actual
hours worked. Further investigation of the open-ended questions confirms that both role
ambiguity and role conflict may result in psychological distress, poor mental health, and reduced
job performance as was found in previous research (Mérida-López et al., 2017; Schmidt et al.,
2014) while participants discussed blurred boundaries between work and family. One participant
described, “not knowing when my teaching ends and my family begins.” Another participant
described their role ambiguity by stating, “because there isn't a limit as to where the job can be
done now, there is an even more unrealistic expectation that we as teachers should be working at
home as well as at the school.” The evidence suggests a positive effect when the level of
segmentation or integration of an organization aligns with the employee's personal values
(Godin, 2011). The impact one role has on the other results in irritability created by work
interfering with family duties (Netemeyer et al., 1996) which can be seen in the participants’
responses to the open-ended questions in this study. An example of this included, “oftentimes we
end up giving our best to the students we teach and it leaves less for our families and children.”
Time Interfered with Family Responsibility
Role overload commonly refers to the amount of time, a finite resource, or one role
detracting from another (Demers, 2015; Sieber, 1974). Participants responded, ‘Agree, Strongly
agree, or Very strongly agree’ ‘for ‘The amount of time my job takes up makes it difficult to
fulfill family responsibilities' at 71.4% (Table 10). This demonstrates how the time component
of work conflicted with family responsibilities. As Netemeyer et al., (1996) explained, timebased conflict detracts from another role's time-based demands. Some participants expressed
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difficulty creating “equitable distribution of time between teaching and family,” citing “the
feeling that my bosses thought I was available 24/7,” or indicated, “the school day doesn't end.”
This was a challenge as some teachers felt there was “never enough time to do the work that
needed to be done while taking care of my kids.” As a result, some participants described the
impact time-related strain had on their own children. For example, one participant stated, “I have
spent so much of my time invested in other people's kids that I didn't have enough for my own
child.” Another participant indicated, “I cannot devote the time to my teenager that she needs to
ensure she's not falling behind in her studies.” This data agrees with Syed (2016), who indicated
the nature of time spent in the workplace is evolving, heightening the need of work-life balance
for employees (Greenhaus et al., 2003; Parasuraman & Greenhaus, 2002) of many career fields,
including education.
Work Demands Interfere with Things to do at Home
Studies find the consequences of work-life imbalance include decreased job satisfaction
and parental role quality (Hill et al., 2001; Taşdelen-Karçkay & Bakalım, 2017). Work-life
imbalance can be seen on results of item three on the WFC scale. Participants reported ‘Agree,
Strongly agree, or Very strongly agree’ highest for ‘Things I want to do at home do not get done
because of the demands my job puts on me.’ at 76.7% (Table 11). One participant reported
generally, “rather than letting my work suffer, I tend to let my home life suffer.” While another
participant said specifically, “my daughter's grades and reading level have dropped as a result.”
By examining the original source of work-life imbalance, as Godin (2011) suggests, one
participant was able to create some role balance as evident by their statement, “because my
work-life balance got tilted so heavily towards work, I finally put in personal boundaries for how
much work I will do outside of contract hours.” This information does not align with, Johari et
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al., (2018) who found that workload has no substantial bearing on job performance among school
teachers. Instead, autonomy and work-life balance have been found to significantly impact job
performance in teachers (Johari et al., 2018).
Job Strain on Family Duties
In addition, participants most frequently reported ‘Agree, Strongly agree, or Very
strongly agree’ for the question, ‘My job produces strain that makes it difficult to fulfill family
duties’ at 77.9% (Table 12). A lack of work-life balance can lead to psychological distress or
poor mental health (Mérida-López et al., 2017; Schmidt et al., 2014). Some participants
described personal emotional strain citing “Anxiety,”” Hard adjustments, emotional stress,
financial stress, loss of loved ones, and worrying of my students failure to learn,” and being
“afraid of the unknown risk involved with teaching.” It appears WFC had an impact on family
relationships during COVID-19, “Maintaining patience and keeping healthy interactions with my
children during the pandemic,” “The emotional strain to my teenager has been enormous & I
have not felt equipped to meet her needs.” This confirms Golden & Wiens-Tuers (2008) who
explain that parents who experience overload and stress from work tend to transfer and project
this stress to their children. The inherent challenges of teaching are often exacerbated by external
factors, such as politically driven structural changes and pressures (Lomas et al., 2017).
Participants described feeling the strain of these structural changes and pressures caused by
COVID-19 as a “constant struggle.” Participants reported feeling as though they are “expected
to behave/achieve as we did prior to the pandemic. Aggression & suicide has increased in my
child’s school, but we don’t seem to acknowledge this as a wakeup call.” Additionally, a
participant stated, “administrative demands are more intense than they were prior to the
pandemic! We are being pressured to make up for lost time academically without addressing the
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crucial social emotional needs we all feel.” Another participant stated, “the lack of direction from
decision makers at work/uninformed decisions made it even more difficult to do my job,” and
“COVID-19 has created an even larger sense of urgency that is causing burn out in teachers.”
Family Work Conflict
The responses to the family-work conflict scale were not as significant as responses to the
work-family scale. This correlates with other studies suggesting an imbalanced satisfaction
favoring the family is associated with a higher quality of life for individuals who reported
significant satisfaction from their combined roles (Greenhaus et al., 2003; Kofodimos,1993).
The data from the family-work conflict scale may also suggest work-life balance is not only
defined by the external pressure put on the individual from employers, but also internal pressure
resulting from the individual’s own level of motivation (Kalliath, 2008).
Family Demands Interfere with Things at Work
Kalliath (2008) suggests an individual’s perception of how their work and non-work
activities are compatible and promote growth in line with one’s current life priorities. This can be
seen in the open-ended answers aligned with item four on the FWC scale, which states, “the way
home life interferes with my responsibilities at work such as getting to work on time,
accomplishing daily tasks, and working overtime.” Participants discussed the impact quarantine
had while school was back in session. This scenario created a challenge that was magnified in
parent teachers. One participant explains, “myself and my children being quarantined multiple
times restricted my ability to do my job.” When parent teachers’ children were quarantined, the
teachers were forced to “take off work to stay with them, and this makes me have work guilt for
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not being able to come to work,” or find “someone to care for my child if she was quarantined
and I was not.”
Family Strain on Work Duties
The way family related strain interferes with the participants’ ability to perform jobrelated duties was also explored. Little variance was present for participants who reported
‘Strongly agree or Very strongly agree' on the FWC scale. Participants did select ‘Neither agree
nor disagree’ highest on ‘The demands of my family or spouse/partner interfere with work
related activities’ at 51.9% (Table 14) and ‘Family-related strain interferes with my ability to
perform job-related duties’ at 34.6% (Table 18). Brummelhuis & Lautsch, (2016) report
exhaustion is likely when an individual participates in a role in which salience is low. Some
participants discussed low role salience explaining, “the most stressful part is making sure you
are doing the best for your family to keep everyone safe,” and others cited “worry” and
“uncertainty” as a family related strain.
Bidirectional
While there appears to be more data collected in this study to support WFC than FWC,
the nature of instrument is intended to expose the bidirectional nature of WLB (Netemeyer et al.,
1996). The open-ended questions in this study helped to reveal the bidirectional nature of WLB.
For example, one participant explained, “parent teachers were teaching both their own children
and others at the same time. Being stretched too thin makes this situation impossible to do either
adequately.” Other studies have also found a positive correlation between job stress and
parenting stress to WFC and FWC (Wierda-Boer et al., 2009) and that the bidirectional nature of
stress resulting from work conflict and family conflict is complex (Rotondo et al., 2003).
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Implications
Previous literature documents the experience of WLB among many professions,
including teachers. Even before the COVID-19 pandemic, the nature of time spent in the
workplace has been evolving (Syed, 2016), heightening the need of work-life balance for
employees (Greenhaus et al., 2003; Parasuraman & Greenhaus, 2002) of many career fields,
including education. The complex bidirectional nature of stress from WFC and FWC (Rotondo et
al., 2003) can result in negative consequences such as decreased job satisfaction and decreased
parental role quality (Hill et al., 2001; Taşdelen-Karçkay & Bakalım, 2017) in addition to this is
increased mental stress and reduced work efficiency (Clarke, 2002). There is an increase of job
stress in various organizations around the world (Bell et al.,2012). Increased stress in teachers is
reflected in the WFC mean of 25.8 and FWC mean of 17.7 as most agreed the demands of work
interfere with home and family life. Thus, knowledge and understanding of work-life balance is
important.
Participants of the present study expressed the challenge of choosing between work and
family. The relationships between job-related stress, mental and physical health, and work-life
conflicts among academics and various organizations is documented in the literature (Demers,
2015). Employees are often forced to choose between certain roles (i.e. work or family) or
expectations (the time required to perform a role), because they will violate one another at some
point (Demers, 2015). While workload has been found to have no substantial bearing on job
performance among schoolteachers, autonomy and work-life balance significantly impact
teachers’ job performance (Johari et al., 2018). Johari et al., (2018) suggest school organizations
need to focus on the enhancement of autonomy and work-life balance to improve job
performance among teachers. Furthermore, Susi and Jawaharrani (2011) argue for the support of
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work-life balance to reduce absenteeism, employee stress, and job satisfaction. Findings from
this study support previous literature because participants reported high levels of WFC (25.8)
and FWC (17.7).
In the present study, the majority of participants reported their job produces strain that
makes it difficult to fulfill family duties. Teaching can be an emotionally taxing practice
(Ruoslahti, 2020) which is often neglected in the rationalized world of educational reform
(Hargreaves, 2000). High levels of stress and dissatisfaction are reported among teachers and
principals (Jones et al., 2013). The transactional factor of emotional labor can lead to burnout
(Carson et al., 2011) which may dramatically reduce teachers’ quality of life and lead to a
decline in teaching efficiency. Specifically, when adults are stressed and/or depressed, their
interactions with children are less warm, harsher, and more oppositional (Jones et al., 2013).
Additionally, it has also been argued that the extent to which educators believe they possess the
emotional skills to cope with school stress helps determine their affective response (Mansfield et
al., 2016). Participants described emotional strain in their responses explaining that “Anxiety has
been the greatest challenge,”” Hard adjustments, emotional stress,” and “afraid of the unknown
risk involved with teaching.”
In this study, the WFC (25.8) mean was reported to be higher than the mean score of
FWC (17.7). Workplace strategies have been implemented in some sectors to mitigate the
negative impacts of stress related to WLB. For example, Muthu Kumarasamy et al. (2015) found
a positive impact from the incorporation of work-life balance tools, techniques, and strategies
into planning for the educational sector and on employee happiness. In addition, stress can be
mitigated by an individual’s satisfaction with the emotional and instrumental support to improve
psychological function Demers (2015). Due to scores if 25.8 on the WFC and 17.7 on FWC,
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participants in this study reported high levels of stress due to the COVID-19 pandemic.
Therefore, school districts may benefit from the incorporation of WLB tools, techniques, and
strategies to help teachers gain job satisfaction. Some teachers in this study created WLB
strategies absent of employer strategies to support employees. Personal or district level
incorporation of WLB strategies may not only impact the teachers positively, but also improve
work performance as contentment has been shown to motivate individuals to manage
responsibilities with greater accountability (Muthu Kumarasamy et al., 2015).
Per participant responses, it appears COVID-19 is impacting school climate as well.
Participants reported that interfered with family more than family interfered with work during
COVID-19. To support this, several participants provided answers to the open-ended questions
that suggest low morale among teachers. School climate includes elements that indirectly
influence student academic and emotional experiences including parent, teacher, student, and
school-level stakeholders (Cleveland & Sink, 2018). It would benefit the school climate to
address individual, relational and organizational resilience as the capacity to bounce back in
adverse circumstances, which can serve to sustain commitment among teachers (Hong et al.,
2018). Furthermore, employee satisfaction with their involvement in work-related decisionmaking mediates the relationship between other healthy workplace practices and the outcomes of
organizational commitment and emotional exhaustion (Grawitch et al., 2007). Although the
personal preference varies among individuals who desire to keep work and home separate or
integrated, consideration of organizational cultures whose policies match the preferred degree of
segmentation can lessen the conflict between work and home demands (Kreiner, 2006). In this
way, teachers may be more satisfied with their work-life balance when the strategies they can
choose to balance work and life spheres that are congruent with the organizational culture
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(Kossek et al., 2010). In the present study, teachers expressed the opposite, oftentimes
commenting on administrative demands being more intense than pre-pandemic. A positive effect
has been found when the level of segmentation or integration of an organization aligns with the
employee's personal values (Godin, 2011). Therefore, teacher involvement in decision
making may play an important role in understanding and evaluating some aspects of the healthy
workplace.
The nature of time spent in the workplace has been evolving across many fields (Syed,
2016), heightening the need of work-life balance for employees (Greenhaus et al., 2003;
Parasuraman & Greenhaus, 2002). Poor work-life balance can affect individuals and their
families in numerous ways resulting in psychological distress, poor mental health, and reduced
job performance (Mérida-López et al., 2017; Schmidt et al., 2014) as stress disrupts cognitive
regulation processes such as attention, memory, and problem solving (Jones et al., 2013).
However, when individuals feel balanced between work and life responsibilities, they are more
effective in both domains. Because of this, attempts to mitigate the negative impact of poor WLB
on teachers and their families may also impact the school climate. One participant’s comment
nicely summarizes the need for WLB, “we can take a collective breath in order to achieve that
elusive balance and that administrative decision makers will put value on mental health benefits
of this precious balance!”
Christian Worldview Implications
Psalm 127:2 describes the difficulty some face with balancing work responsibilities and
rest, “It is useless for you to work so hard from early morning until late at night, anxiously
working for food to eat; for God gives rest to his loved ones.” Furthermore, the topic of work
appears many times in the bible. Colossians 3:23 instructs us to “work heartily, as for the Lord
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and not for men,” and Proverbs 16: 3 instructs us to “Commit your work to the LORD, and your
plans will be established.” Because the topic of work is highly discussed in the bible and can be a
source stress for individuals, it is important for the church to acknowledge and support their
communities in developing work-life balance strategies. 3 John 1:2 greets Gaius in his letter
“Dear friend, I hope all is well with you and that you are as healthy in body as you are strong in
spirit” as we should support one another through prayer. I believe the best way the church can
support teachers as they balance work and family responsibilities through the pandemic and after
is through prayer and offering counseling services.
Limitations
The present study is limited in several ways. First, the aim of this study was to collect
data from a diverse sample. However, a large percentage of participants were female at 82.1%.
In addition, 76.9% of respondents were Caucasian, with only 23.1% of participants Black,
multiple ethnicities, Hispanic or Asian. Lack of diversity may have contributed to the difference
between WFC and FWC scores. A more diverse sample could have potentially provided the
study with a greater understanding of WFC and FWC during the COVID-19 pandemic. Due to
the lack of diversity across participants in this study, caution should be exercised when
generalizing the findings to teachers with different population demographics.
Second, the present study is limited by not collecting other information that could have
potentially affected the participants’ experience of work-life balance during COVID-19. The
school district response of COVID-19 for the participants in this study was 3 forms of
instruction. Some students were only virtual, other students were only in person, and a third
option for students was a blended format of both virtual and in person. This was not the response
of all school districts, so it would be beneficial to collect information regarding the format of
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teaching in other districts. Other criteria that could have potentially affected the participants’
experience of work-life balance during COVID-19 include the grade level or subject taught by
participant, grade level of children residing in the home, and marital status of the participant.
One participant did report how she felt being a single mother, her experience was even more
difficult, and a few participants disclosed the grade level of children residing in the home
through the open-ended questions. Another participant discussed the difficulty of taking care of
the children residing in the home in addition to an elderly parent that requires assistance. By
collecting more criteria, this study could potentially have presented a more descriptive
experience of work-life balance in teacher parents during COVID-19. The extent to which this
sample accurately represents the population of parent-teachers during COVID-19 cannot be truly
known, therefore, caution should be exercised when generalizing the findings of this study.
Third, the information gathered in the study was taken from self-report instruments which hold
potential limitations inherent in any self-report data such as risk of misrepresentation of factual
data by the participants. The ability to balance work and family roles is a subjective experience
limiting reliability in comparison to objective data. Participants listed several specific factors
through the open-ended questions that contributed to the difficulty of work-life balance during
COVID-19 including quarantine, online learning, blended instruction, and childcare. Collection
of objective data to acknowledge specific stressors could potentially add to the reliability of this
study.
Recommendations for Future Research
This study provides an opportunity for further research investigating work-life balance in
teachers. Future research may focus on male and female teachers of various cultural backgrounds
to determine whether differing responses result in terms of work-life. It may also be useful to
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look at factors related to age of children in the home or grade level taught. It would be interesting
to evaluate differences in marital status and work-life balance among parent teachers. A study
exploring differences in family related responsibilities would likely assist in this evaluation. The
open-ended questions in this study provided valuable information. By expanding the open-ended
questions into a qualitative study, future research could explore the lived experiences of teachers
during the COVID-19 pandemic.
Summary
The purpose of this study is to examine the work-life balance of parent teachers during
COVID-19. The results showed that parent teachers did report difficulty with WLB during the
COVID-19 pandemic. A main implication from this study is parent-teachers may benefit from
learning strategies to better balance work and family in the rapidly evolving school environment.
Furthermore, work–life balance is shown to play an important role in explaining job and life
satisfaction in both men and women (Haar et al., 2014; Taşdelen-Karçkay & Bakalım, 2017). For
example, Taşdelen-Karçkay and Bakalım (2017) found work-life balance mediates the
relationship between WFC and FWC. Therefore, a teacher’s ability to balance work and family
may impact the quality of interactions with students and their own children. If WLB is not
properly attended to, it may lead to burnout or eventual career resignation.
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APPENDIX B

Consent
Title of the Project: Work-Life Balance in Parent teachers During COVID19
Principal Investigator: Allyson Owens-Horton, Liberty University
Co-investigator: Dr. Courtney Evans-Thompson, Liberty University
Invitation to be Part of a Research Study
You are invited to participate in a research study. To participate, you must be at least 18 years of
age and a licensed teacher of grades k-12 with one or more dependents grades k-12 residing in
your home during the COVID19 pandemic. Taking part in this research project is voluntary.
Please take time to read this entire form and ask questions before deciding whether to take part in
this research.
What is the study about and why is it being done?
The purpose of the study is to examine Work-Life Balance of parent teachers during COVID19.
To do this, this study will inquire about parent teacher's experience balancing multiple roles
during COVID-19.
What will happen if you take part in this study?
If you agree to be in this study, I will ask you to do the following things:
1. Answer questions through Survey Monkey that will take about 12 minutes to complete.

How could you or others benefit from this study?
Participants should not expect to receive a direct benefit from taking part in this study.
Benefits to society include increased public knowledge of work-life balance during COVID19.
What risks might you experience from being in this study?
The risks involved in this study are minimal, which means they are equal to the risks you would
encounter in everyday life.
How will personal information be protected?

123
The records of this study will be kept private. Research records will be stored securely, and only
the researchers will have access to the records. Participant responses will be anonymous. Data
will be stored on a password-locked computer and may be used in future presentations. After
three years, all electronic records will be deleted.

Does the researcher have any conflicts of interest?
The researcher serves as a counselor at Maumelle High School. To limit potential or perceived
conflicts the study will be anonymous, so the researcher will not know who participated. This
disclosure is made so that you can decide if this relationship will affect your willingness to
participate in this study. No action will be taken against an individual based on his or her
decision to participate or not participate in this study.

Is study participation voluntary?
Participation in this study is voluntary. Your decision whether or not to participate will not affect
your current or future relations with Liberty University or Pulaski County Special School
District. If you decide to participate, you are free to not answer any question or withdraw at any
time prior to submitting the survey without affecting those relationships.
What should you do if you decide to withdraw from the study?
If you choose to withdraw from the study, please exit the survey and close your internet browser.
Your responses will not be recorded or included in the study.

Whom do you contact if you have questions or concerns about the study?
The researcher conducting this study is Allyson Owens-Horton. You may ask any questions you
have now. If you have questions later, you are encouraged to contact her at (501) 626-6044,
aowens6003@pcssd.org. You may also contact the researcher’s faculty sponsor, Courtney
Evans-Thompson at cevans75@liberty.edu.
Whom do you contact if you have questions about your rights as a research participant?
If you have any questions or concerns regarding this study and would like to talk to someone
other than the researcher, you are encouraged to contact the Institutional Review Board, 1971
University Blvd., Green Hall Ste. 2845, Lynchburg, VA 24515 or email at irb@liberty.edu.
Disclaimer: The Institutional Review Board (IRB) is tasked with ensuring that human subjects research
will be conducted in an ethical manner as defined and required by federal regulations. The topics covered
and viewpoints expressed or alluded to by student and faculty researchers are those of the researchers
and do not necessarily reflect the official policies or positions of Liberty University.

Your Consent
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Before agreeing to be part of the research, please be sure that you understand what the study is
about. You can print a copy of the document for your records. If you have any questions about
the study later, you can contact the researcher using the information provided above.

